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Abstract 
Diversity-Awareness Training Experiences of School of Education Employees. Michelle 
L. Krantz, 2012: Applied Dissertation, Nova Southeastern University, Abraham S. 
Fischler School of Education. ERIC Descriptors: Diversity, Higher Education, 
Professional Development, Motivation 
 
This qualitative case study was designed to investigate employee involvement in a 
voluntary diversity-training program. There is limited research on what motivated 
employees to be involved in the diversity workshops. The data collected from the study 
may give workshop facilitators information on ways to enhance the modules of future 
workshops in order to reach out to those who have not attended and to sustain the 
participation of those who do. 
 
The researcher interviewed workshop participants to examine their experiences with the 
voluntary, diversity-training workshops provided by the School of Education. The 
interview examined the reasons why employees were motivated to become involved in 
the workshops, employee expectations of the workshops, and participants’ overall 
experiences with the workshops. The researcher also observed and noted the participants’ 
body language and facial expressions during the interview to determine their ease with 
the questioning strategies and to interpret whether to probe them for additional responses. 
The agenda and flyer was  shown to the participants to see how those documents 
influenced their decision to participate in the workshops. Additionally, to provide a 
description of the sample, the participants completed a demographic questionnaire. 
 
The study took place at a university in the southeastern region of the United States. Data 
collection included interviews and documents. Interpretation analysis was used to 
identify themes.  
 
An analysis of the data revealed the importance that curiosity, a sense of belonging, peer 
interaction and a desire to learn has on an individual’s motivation to become involved in 
a voluntary, diversity-awareness workshop.  
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Chapter 1: Introduction 
Statement of the Problem 
The demographics of the United States is changing. The United States Census 
Bureau (U.S. Census Bureau, 2008) stated that minorities, then roughly one-third of the 
U.S. population, are expected to become the majority by 2042 with the nation projected 
to be 54 % minority in 2050. This shift in the demographic profile of the nation has 
resulted in a more pronounced change in how aspects of diversity are addressed in the 
global society and, more specifically, in the workplace.  Woods, Bormann, and Schmidle 
(2010) pointed out that workplace diversity has been described as focusing on the 
differences and similarities that people bring to an organization. 
The Census Bureau (2008) also stated that the proportion of the U.S. population 
aged 65 and older would increase from 12.4 % to 18.2 % by 2025. The age distribution of 
those 25 to 64 years old is already undergoing a substantial shift toward a greater number 
of older individuals and a relative scarcity of young people entering the labor force 
(Purcell, 2009).  These demographic projections suggest that the United States will have 
a very diverse population and, subsequently, a diverse workforce in the near future. 
Consequently, leaders in the workplace are beginning to realize that education and 
training that focus on diversity awareness is necessary to maintain and sustain their 
competitive edge.  
 Given the fact that the United States is experiencing a dramatic population shift, 
there has been a myriad of speculation as to how this shift will influence future society.  
It has been noted that most large public-sector organizations have adopted procedures or 
philosophies on how they value workforce diversity.   
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Additionally, Sonnenschein (1997) stated that… 
The deep difference in today’s workforce can mean substantial benefits for  
today’s organizations.  Diversity brings differences in styles and in ways of  
looking at and doing things which can help organizations do more than they ever 
dreamed possible.  Diversity can help organizations create new and more 
innovative products and services, better meet the needs of customers and clients, 
and do more for the community the organizations are part of and serve. Diversity 
means differences, and differences create challenges, but differences also open 
avenues of opportunities. (p. 3) 
 
The goal of diversity training is to combat racism, sexism, exclusion, and 
ethnocentrism (Diversity-training University International, 2010). It aims to give 
individuals and companies a competitive edge in an increasingly global community 
(Diversity-training University International, 2010).  As of 2008, the Employees 
Association of New Jersey indicated that  U.S. organizations spent about $200-$300 
million a year on diversity-training and about two-thirds of companies in the U.S. 
participated in diversity-training, according to a 2005 survey by the Society of Human 
Resource Management (as cited in Walzer, 2008). In addition, the trend towards 
globalization and growing competitive pressure worldwide has increased the need for 
managing diversity in the workplace (Chang, 2009). Globalization has caused many 
American corporations to enhance multicultural perspectives in order to compete 
successfully with their employees, customers, and suppliers around the world (Chang, 
2009). 
The state where the study took place is located in the southeastern region of the 
United States. The area has a diverse population with over 2 million Black residents, 1.5 
million Hispanics, almost 2 million White, and 2 million other races (US Census Bureau, 
2010). The employees at the higher educational institution where this study took place 
represent this diverse, Southeastern region. According to the university’s 2009 fact book, 
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White employees comprised 52 % of all full-time employees, 19 % of employees were 
Hispanic, 19 % were Black and 2 % were other ethnic minority. There were 37 % full-
time male employees at the institution and 63 % female as of 2009.  
 As of 2006, the racial/ethnic distribution of students in graduate programs 
nationally are 72 % White, 8 % Hispanic, 13 % Black, and 7 % other minority (Council 
of Graduate Schools, 2008). According to the university’s 2009 fact book, the 
racial/ethnic distribution for 2009 of students in the graduate programs at the higher 
educational institution included 42 % White, 17 % Hispanic, 32 % Black and 3 % other 
minority. These statistics point out that the institution under study enrolls more ethnic 
minorities at the graduate level than the national average.  
A report from the National Center for Education Statistics (2008) projected that 
Hispanics will make up nearly 90 % of the increase in the college-age population in 
Florida by 2025 so the institution under study may continue to enroll ethnic minority 
groups such as Hispanics in the future. According to the study site’s statistics on ethnic 
minorities there were 70 % females compared to 30 % males enrolled in the fall semester 
of 2009 for all degree levels at the institution. 
 In October of 2003, the school of education created an office of community 
education and diversity affairs. One of the goals of this office was to address diverse 
issues in the internal community and to strengthen ties to the diverse external community 
where the campus is located. As a result, one of the initiatives undertaken by the office 
was to develop and launch an internal diversity-training program. In 2004, the initiative 
started with diversity awareness workshops but was later restructured under the oversight 
of a committee that developed the diversity-training program and implemented it in 2008.  
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The goals of the diversity- program are to promote an environment of respect, 
encourage a healthy dialogue on differences, and foster community engagement in terms 
of student-employee interactions and employee interactions with each other. The 
workshops focus on the primary dimensions of diversity such as age, race, ethnicity, 
physical qualities and gender. Attendance at the workshops is optional.  
There is limited research on the experiences of participants who have attended 
voluntary, diversity initiatives because previous empirical studies of diversity programs 
in general have been limited by data constraints (Kalev, 2006). In order to adequately 
address the training needs of the unique community at the study site, it is important to 
understand what motivates them to attend -workshops. 
 The topic. This research study was conducted to examine what motivates 
participants in the workplace to learn about topics on diversity through a voluntary 
diversity-training program. The study also investigated participants’ expectations of the 
workshops, and participants’ overall experiences with the workshops.  
The research problem. A quality diversity-training program can be the 
foundation on which effective communication, acceptance, and teamwork is built. Jayne 
and Dipboye (2004) suggested, “The setting of goals with feedback and evaluation on its 
progress is said to guide and energize participants towards fully achieving them if they 
are realistic and based on careful assessment” (para. 5). 
The diversity-training workshops at the study site are voluntary; however, 
participants have not been asked to provide any feedback on what motivates them to take 
part in the trainings. This is the problem that was being researched in this study. The 
information gathered from the study will be used to help identify additional strategies that 
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will strengthen the diversity-training program in meeting its missions and goals. The 
information gathered may also provide insight on how to best support current and future 
participants’ training needs by providing data on the opinions of those who have attended 
at least two workshops. 
 Background and justification. Guskey (2000) suggested that in order to assess a 
professional program and its impact on participants, an evaluation should include 
participants’ reactions to the workshops. Additionally, Cannon-Bowers, Rhodenizer, 
Salas, and Bowers (1999) proposed that the expectation of gaining valued benefits from a 
training workshop is an important precursor to participation. Research at the study site 
has not been conducted to indicate if participants’ expectations of gaining benefits from 
the workshops motivated their interest to attend. The data collected from the study may 
give trainers information on ways to enhance the modules of future workshops in order to 
reach out to those who have not attended any workshops and for previous attendees to 
continue their participation. 
The school of education’s website indicates that the school serves each academic 
year, more than 12,000 students who are located in 55 cities and 29 states the school has 
international clusters in Jamaica, South Korea, The Bahamas, Malaysia, Puerto Rico and 
Columbia. The magazine, Diverse Issues in Higher Education publishes an annual issue 
about top degree-producing institutions. For more than 10 years, the School of Education 
has held the distinction of being the number one producer of doctoral degrees to Blacks 
among both traditionally White institutions and historically Black colleges and 
universities. Recently, it has also been ranked the number one producer of Hispanic 
doctorates in higher education (Borden, 2009). Given that the school has such a diverse 
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student population, it is important for faculty and staff to be conscious of differences and 
what impact they may have on the productivity of the organization. 
 Higher educational institutions are making deliberate efforts to support diverse 
populations by providing professional development for improving teaching practices, 
increasing staff awareness of diversity, hiring a more diverse staff and developing a more 
culturally competent service delivery to students (St. Clair, 2008). The diversity-training 
program at the study site is aimed at faculty and staff but it is expected that once the 
training needs of participants are adequately addressed, they will use the skills learned in 
the workshops to enhance their interactions with faculty, staff and students. 
 Deficiencies in the evidence.  There is insufficient evidence on how motivation 
influences involvement at a diversity awareness-training program with voluntary 
attendance.  However, there is evidence that learning opportunities in the workplace 
motivate employee involvement in order to support their personal and career 
development needs (Panari, Guglielmi, Simbula & Depolo, 2010). 
Audience. The target audience affected, as well the audience that benefitted by 
this research, are the employees and diversity trainers at the school of education of the 
selected university as well as human resource personnel, consultants, trainers and leaders 
of business, education and industry.  
Definition of Terms 
Diversity initiative. This term refers to diversity proposals, which include 
mentoring programs, diversity awareness training, and outreach programs, organizational 
policies that mandate equity and fairness and career development programs. 
Globalization. This term describes a process by which regional economies, 
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societies, and cultures have become integrated through a globe-spanning network of 
communication and trade.  
Millennials. People who are considered millennials are typically born between 
1977-1998. 
Generation X. People who are considered from this group are typically born 
between 1965-1976. 
Baby Boomers. Baby boomers are people who are general born between 1946-
1964. 
Purpose of the Study  
The purpose of this study was to explore and analyze participants’ motivation to 
become involved with a voluntary, diversity-awareness training program. The 
information gathered from the study will be used to help identify additional strategies that 
will strengthen the diversity-training program in meeting its missions and goals. 
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Chapter 2: Literature Review 
 The proposed study was designed to explore and analyze participants’ motivation 
to become involved in a diversity-awareness training program with voluntary attendance. 
The researcher examined participants’ perceptions of the training to determine if the 
training approach is meeting participants’ needs and goals.  
The literature review was discussed under the following headings: (a) factors that 
have initiated diversity awareness in the workplace; (b) diversity initiatives in colleges 
and universities; (c) approaches to diversity-training; (d) assessment of diversity 
initiatives in higher education; (e) intrinsic and extrinsic motivation; (f) motivation and 
its influence on learning; (g) motivation and theory; and (h) theoretical framework.  
Factors That Have Initiated Diversity Awareness in the Workplace 
Many diversity initiatives were first created to prevent discrimination of 
employees. Discrimination in the workplace is defined as treating a group unfairly based 
on race, color, sex, religion, or national origin (Equal Employment Opportunities 
Commission, 2010). One of the first diversity initiatives to pass was the Civil Rights Act 
of 1964. 
Congress passed a law called the Civil Rights Act of 1964. This act forbade 
discrimination on the basis of sex and race in hiring and firing. Although this law did not 
eliminate discrimination, it did give minority groups something to fall back on in cases of 
discrimination. This law also made employers aware that they would have to make some 
changes in their employment practices in order to encourage non-discrimination. In the 
final legislation of the Civil Rights Act, it became unlawful for an employer to 
discriminate against any individual because of the individual’s race, color, skin, religion, 
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sex, or national origin. 
 Title VII of the act created the Equal Employment Opportunities Commission 
(EEOC) in 1964. The EEOC was created to receive, investigate and mediate workers’ 
claims of discrimination (Hirsh, 2008). Based on the evidence obtained through 
investigation, the EEOC determines the merit of the claim. If the investigators determine 
that there is reasonable cause, they move to solve the case. If there is no cause, the case is 
dismissed.  
The basis of affirmative action was implemented by President Lyndon Johnson in 
1964. He required that federal contractors take affirmative action to ensure all individuals 
have equal opportunity employment, without regard to race, color, religion, sex, or 
national origin (Kravitz, 2008). To comply with regulations, federal contractors had to 
attempt to detect and eliminate all practices that made it more difficult for members of 
targeted groups such as women and ethnic minorities to succeed.   
“Corporate America has been driven in the direction of diversity and sexual 
harassment training by lawsuits and workforce trends” (Husin, 2008, para. 3).  Some 
examples of this type of litigation are described in the paragraphs that follow. 
Outback Steakhouse restaurants were sued by the EEOC in 2009 for $19 million. 
The class-action lawsuit stated that Outback Steakhouse discriminated against female 
employees and denied them equal opportunities for advancement. The settlement also 
required that outside consultants analyze the company for at least two years to determine 
if women had equal opportunities for promotion (Schwiff, 2009). 
 Morgan Stanley, a global financial services provider, agreed to pay $47 million 
in 2004 for widespread claims of sex discrimination. The EEOC claimed that women 
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were passed over for promotion based on gender. In addition to the cash settlement, 
Morgan Stanley agreed to set aside $2 million to pay for diversity-training and anti-
discrimination programs. The EEOC approved training programs were mandatory and 
emphasized issues relating to sexual harassment, sex-based hostile environment, 
appropriate work place conduct and retaliation. The consent decree did not mention how 
the trainings were assessed for effectiveness (EEOC v. Morgan Stanley, 2001). 
Diversity initiatives such as diversity training were created to minimize 
discrimination and are now an integral part of many organizations for business reasons. 
As part of each settlement, the organizations listed above agreed to improve workplace 
conditions for diverse groups but many did not elaborate on how the diversity initiatives 
were delivered and assessed for success.  
In June 2009, the California State University System settled a lawsuit that paid 
$50,000 to a lecturer who accused the system of age discrimination. The lecturer had 
taught at San Francisco State University for 15 years and had a Ph.D. He was passed over 
for a much younger candidate who had not received his Ph.D., which was a requirement 
for the position. In addition, the university had to conduct trainings on age discrimination 
and hiring (EEOC, 2009). 
In 2001, the Nevada State University system settled a discrimination lawsuit when 
an associate vice president for athletics uttered a racial slur to someone who was visiting 
the advisor to the college president. The university paid the visitor almost $50,000 and 
the associate vice president had to resign and issue a public apology. The advisor to the 
president, John Cummings, indicated that the lawsuit had made the school better aware of 
the need to place a greater emphasis on diversity training (as cited in Findarticles, 2003).  
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The literature suggests that business organizations have introduced diversity 
awareness initiatives in an attempt to decrease discrimination lawsuits. Litigation has also 
compelled higher educational institutions to introduce diversity awareness programs in 
the workplace 
Globalization and business. Globalized competition and rapid technological 
development have combined to create a paradigm shift in the work environment. 
Consequently, workplace skills development is essential. A fundamental part of this new 
workplace environment consists of growing demands on employees to develop new 
knowledge and skills (Paulsson, Ivergard & Hunt, 2005). Palma-Rivas and Wentling 
(1997) asserted that future trends indicated that  and diversity-awareness programs will 
be integrated more with other types of training as diversity will become more of a 
business concern than a social one based on organizations’ continual need to find new 
ways to reach diverse clients and customers. Businesses are realizing that they need to 
compete nationally and internationally so are incorporating diversity initiatives in the 
workplace. Moreover, diversity in business helps pool the best talent, reduces the gap 
between increasingly diverse customer bases, unleashes creativity, promotes innovation 
and thereby enhances the competitiveness of the organization. Extending the concept of 
diversity from attributes like race, gender and age to the entire spectrum of human 
differences has also increased (Palma-Rivas & Wentling, 1997). 
Globalization has also affected organizations by making them aware of how 
diverse populations influence their sustainability. The literature, (Chun & Evans, 2009; 
Perez & Hirschman, 2009) suggests that globalization and the continual demographic 
transformation of the population in the U.S. has heightened the focus on creating and 
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maintaining inclusive environments. Consequently, proficiency in diversity awareness 
issues both at organizational and individual levels, is now seen as critical to remain 
competitive in an increasingly global marketplace and in diverse employee labor markets 
(De Anca & Vazquez, 2006). 
 Numerous factors such as expanding world trade and globalization have made 
teaching and learning in cross-cultural and multicultural contexts more commonplace. 
Thus, many professions are creating a world in which cross-cultural interactions occur 
more frequently than at any time in the past Friedman (as cited by Parrish and Linder-
VanBerschot, 2010). In addition, increasing specialization within many professions has 
led to a widely dispersed audience for targeted education and training (Parrish & Linder-
VanBerschot, 2010). 
Mason (2007) argued that globalization should not allow for a loss of cultural 
identity. He stated that a growing appreciation of cultural diversity is demonstrated by 
more than its acknowledgement and tolerance, but by a desire to preserve that diversity as 
a valuable asset to address the many challenges faced by the global community now and 
in the future. This statement suggests that a diverse population should be valued and 
supported in the workplace. The development of a diverse climate is an important 
consideration for organizations wishing to take advantage of the positive effects of 
diversity and diverse populations. One of the major goals of diversity programs is to 
recruit, promote, and retain a diverse workforce. Therefore, an organization’s skill in 
recruiting and retaining a diverse workforce is linked directly to its ability to develop a 
reputation for valuing diversity and therefore, a diverse climate. 
 As organizations compete for talented and qualified employees worldwide, 
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diversity initiatives are soon becoming a deciding factor for many future applicants 
(Herdman & McMillan-Capehart, 2009). Jayne and Dipboye (2004) concurred that a 
fundamental way to continue diversity in the global workforce is to create internal 
structures to recruit, retain and develop employees from under-represented groups as well 
as to create internal structures to sustain an effective diversity program. The literature 
shows that globalization has prompted diversity-training initiatives within organizations 
in order to support and retain employees. As Jayne and Dipboye (2009) pointed out, 
effective diversity programs are continued if structures are in place to evaluate their 
progress.  
Organizations’ commitment to enhance employee job fulfillment. There are 
other reasons that diversity awareness initiatives have been implemented in the 
workplace. For some organizations, professional development in general was created as 
employers began to look at individual, diverse needs and used educational and training 
opportunities to facilitate growth (Wilson and Madsen, 2008). Employers analyzed 
individuals by identifying the skills that they were capable of learning and doing. Thus, 
diversity-training topics like communication and interpersonal skills were added to the 
previously behavioral-based learning opportunities. Employees were offered growth 
opportunities and many found those changes motivational (Wilson and Madsen, 2008).  
A changing workforce also wanted work that was rewarding as well as 
meaningful. One study by Jurik and Winn (1987) found that lack of learning 
opportunities was one reason for turnover intention. Lau (1984) indicated that in order to 
keep employees motivated, employers should offer frequent learning experiences. Noe 
(2002) stated that employers should allow employees to make choices about their 
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training, use variety in training and establish a safe environment for learning new skills. 
In doing so, employees would be provided with intrinsic motivation and would feel more 
autonomous at work.   
 Petrescu and  Simmons (2008) pointed out that on-going learning has a highly 
significant effect on job satisfaction, in its ability to increase the probability of a worker 
being either completely or very satisfied by 16 percentage points, and the probability of 
being satisfied (as opposed to dissatisfied) by over nine percentage  points. This result is 
consistent with the human resource management literature where on-the-job learning 
figures prominently among practices that enhance employee motivation and commitment 
(Doeringer, Evans-Klock & Terkla, 1998). In turn, employees reciprocate by increased 
effort and productivity.  
Schmidt (2007) examined employees’ perceptions of workplace training. The 
literature shows that organizations were implementing professional development as it 
enhanced motivation and commitment to employees. A 2008 study by Petrescu and 
Simmons added important information on how continual professional development may 
impact the fulfillment of employees in the workplace. Another study by  Traina, Garcia, 
and Colella in 2010 examined how organizations’ efforts to support diversity, in terms of 
sponsoring diversity workshops and accommodating the needs of the disabled, influenced 
employee views on  perceived racial discrimination in the workplace. The researchers 
conducted two studies with employees who worked either full or part time in various 
organizations. The first study was conducted with employees who were 94 percent White. 
The researchers distributed a survey to examine employee’s views on perceived 
workplace racial discrimination and perceived organizational efforts to support diversity. 
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The results from the survey suggested that when perceived organizational support for 
diversity was high, perceived racial discrimination was low.  
The second study by Traina et al. (2010) was conducted with employees who 
were predominantly Black and worked either full or part time at various organizations. 
The researchers also used turnover intent as a dependent variable on the survey as it may 
have been attributed to dissatisfaction in the workplace. The results of the survey that was 
distributed indicated that when employees perceived organizational efforts to support 
diversity were high, perceived racial discrimination was also high if organizational 
support for diversity efforts was perceived as hypocritical. Turnover intention was also 
high in this group if perceived discrimination was also high. 
The results from the second study contrasted with the first study that was 
conducted with a White majority. The results of the research suggested that groups who 
perceived experiencing lower amounts of discrimination believed that organizational 
efforts to support diversity helped improve their feelings of emotional commitment to the 
organization. For groups who perceived higher amounts of discrimination, organizational 
efforts to support diversity were seen as insincere and actually may have made those 
groups more cynical towards the organization, thereby reducing emotional commitment 
to the organization and more turnover intention.  
The researchers indicated that the findings from the two studies had practical 
implications for organizations as the business case for diversity efforts has been called 
into question (Kochan et al., 2003). The findings suggested that it might be beneficial for 
organizations to implement diversity initiatives in order to decrease perceived 
discrimination and turnover intent in some diverse groups (Traina et al., 2010).  
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The findings from the study by Traina et al. (2010) add to the body of literature 
on perceived discrimination and its impact on a group of Blacks’ perceptions of an 
organization’s diversity efforts. The results may be generalized to other work settings as 
they suggested that certain groups may decide not to attend diversity initiatives if there 
were a perception that employers were insincere in their diversity efforts. This perception 
could also become a factor in turnover intention in employees who perceived 
discrimination. This study emphasized how organizational support for diversity initiatives 
may influence employees’ perception of such efforts and may also impact employee 
motivation to get involved in such endeavors. 
 Herdman and McMillan-Capehart (2010) stressed that one result of organizations’ 
implementation of diversity initiatives should be employee perceptions of their 
importance within the organization. In their 2010 study, the researchers examined 
employees’ perceptions of their organization’s diversity climate as it related to their 
feelings of job satisfaction and turnover intentions. Results from this quantitative study 
conducted with hotel employees’ indicated that the implementation of diversity initiatives 
in an organization were important in influencing employee perceptions of how the 
organization valued diversity. Employee perceptions then influenced their feelings of job 
satisfaction and turnover intentions.  
 This study suggested that employees were more satisfied with the workplace if 
employers showed value for diversity initiatives. This study is similar to the one by 
Traina et al. (2010) as both stressed how important an institution’s value of diversity is in 
the workplace. This value may also influence employees’ involvement at a  workshop, as 
employees may feel more motivated to attend if the work climate perceives diversity 
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efforts as important. 
Diversity Initiatives in Colleges and Universities  
Dinesmore, Moore, and Pottoff (2001) implemented a diversity learning 
experience. This qualitative study examined a professional development that was 
delivered to a group of college and Kindergarten through twelve grade educators to 
support their work with diverse students. The study first sought to improve the diversity-
related knowledge, skills, and dispositions of college faculty by developing a diversity 
cohort among university professionals. The findings of the study suggested that 
participants in the initiative recognized their personal need for diversity training.  The 
participants also indicated that the nature of the learning promoted sharing and 
collaboration. The findings also implied that the participants in the initiative experienced 
personal growth that they were able to apply to their personal or professional lives. The 
results supported the idea that some diversity initiatives improve both participants’ 
personal development and workplace development.  
Another study in higher education by Colville-Hall, Liang, and Smolen (2006) 
examined college of education professors’ perceptions of diversity-training. The 
researchers then ranked those perceptions. Based on the rankings, the faculty as a group 
voiced strong support for the objectives of training as very important but had a weaker 
commitment to the implementation of  training. The findings from the study suggested 
that it would be valuable for higher educational institutions to know how their faculty and 
staff perceived diversity in the workplace in order to implement meaningful diversity 
initiatives. This study highlights the importance of continual assessment of diversity 
initiatives in order to effectively address participants’ needs. 
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According to Pope, Mueller and Reynolds (2009), higher education institutions 
are seeking to increase and promote diversity awareness. In addition, the Association of 
American Colleges and Universities pointed out that higher educational intuitions have 
an even more ambitious purpose "by its mission, values and dedication to learning, to 
foster and nourish the habits of the heart and mind that Americans need to make diversity 
work in daily life" (Association of American Colleges and Universities [AACU], 1995.b. 
p. 1x). Pope et al. (2009) specified that a systematic multicultural development approach 
could provide important resources and models to integrate multicultural values, goals and 
expectations throughout an institution of higher learning. The statement made by the 
Association of American Colleges and Universities and by Pope et al. (2009) reflects how 
important diversity initiatives have become in colleges and universities.  
Finally, Talbert and Edwin (2007) pointed out that when faculty members actively 
recognize and address awareness of diversity, their efforts may not gain results 
immediately, but the associated diversity benefits to the institution will eventually 
become evident. Talbert and Edwin (2007) indicated that diversity awareness benefits 
take time to be realized and that achievement depended on how willing faculty were to 
persevere toward that goal. In addition to the willingness of faculty, a supportive 
organization is important to the success of diversity awareness initiatives in colleges and 
universities.  
Approaches to Diversity Initiatives in the Workplace 
 Institutional and departmental cultures can shape professors' teaching practices 
(Reason, Cox, Lutovsky-Quaye, & Terenzini, 2010). For instance, Mayhew and 
Grunwald (2006) found a variety of departmental differences in how faculty integrated 
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diversity into their classrooms which may have influence on faculty behavior and thus, 
student outcomes. Umbach and Wawrzynski (2005) pointed out that whether at the 
departmental or institutional level, "the cultural context created by faculty behaviors and 
attitudes was related positively with student engagement, student perceptions of 
environment, and student self-reported gains in learning and development” (p. 169). 
These statements suggested that institutions’ beliefs and values on diversity initiatives 
can shape how faculty presents diversity awareness to students and may influence student 
engagement. The literature shows that approaches to diversity initiatives in the 
workplace, particularly in an educational institution, may influence not only the faculty 
but other student affairs professionals who are in contact with students and the students 
themselves.  
 One study of department heads in agricultural education were surveyed by Talbert 
and Edwin (2007) to determine the extent to which faculty and university departments 
were addressing issues of diversity for new teaching faculty and for programs. Surveys 
were distributed to examine these topics. Survey responses from the faculty suggested 
that limited numbers of current and new faculty were prepared to work in diverse 
situations and to address diverse issues. Faculty engagement in diversity workshops and 
seminars were limited. In the area of diversity-related research, less than a third of the 
respondents reported that faculty was engaged in such research.  
Among the conclusion drawn from this study was the indication that that less than 
one-fourth of responding institutions reported that new or current faculty was required to 
attend workshops on diversity-awareness issues. At least half of the respondents reported 
that voluntary workshops on diversity related topics were offered but it was not known 
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how many faculty attended. The researchers indicated that workshops with voluntary 
attendance were offered to participants but there was no documentation of faculty 
involvement or documentation of effectiveness of the workshops. The study results 
cannot be generalized but the researchers recommended that an emphasis must be placed 
on supporting diversity through in-service trainings at higher educational institutions in 
order to prepare faculty and staff to interact with diverse co-workers and even students.  
 Opinions differ on whether  should have a mandatory or voluntary approach. 
Kalev (2006) stated that mandatory diversity awareness training focuses on the legal 
sanctions of discrimination that would bolster a company’s defense if it faced 
discrimination lawsuits. Kalev maintained that when diversity awareness training was 
voluntary, employees were more likely to search for the positives to justify the use of 
their time. 
Conversely, Dinesmore, Moore and Potoff (2001) challenged the belief that 
participation in professional development programs including  should be voluntary. 
Dinesmore et al. pointed out, “situations exist in which forced changes that advance the 
common good supersede individual freedom. Achieving shared visions cannot occur 
independently” (p. 154). This statement was based on the fact that some participants who 
were reluctant to take part in a diversity-training later indicated to the facilitators that 
they needed it.  
One approach to diversity training is to have a one-time training workshop 
(Lichenstein, Lindstrom, and Povenmire-Kirk, 2008).  However, St. Clair (2008) argued 
that diversity initiatives must be more than a daylong, in-service training or workshop if 
there is to be more understanding of diversity awareness. St. Clair (2008) also indicated 
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that diversity awareness initiatives must be created to explore an internal discovery than 
one workshop can provide.  
 A 2004 study conducted by Jayne and Dipboye suggested that behavioral 
interviews, biographical data inventories, assessment centers, and work samples to assess 
knowledge, skills, abilities, experiences and other characteristics created effective 
diversity programs in the workplace. Jayne and Dipboye stressed that effective diversity 
programs should strike a balance between identifying the right knowledge, skills, 
abilities, and experiences and enhancing them through training.  
 The literature suggests that there is not one specific approach to conduct diversity 
workshops or trainings. In fact, Kalev (2006) and Dinesmore, Moore and Potoff (2001) 
do not agree on whether workshops should be mandatory or not. However, the literature 
does indicate that the content and relevance of the training and its impact on participants 
are factors in an effective diversity initiative. Additionally, the literature shows that the 
value employers place on the importance of diversity initiatives plays a role in the 
implementation of diversity initiatives in the workplace and can even influence employee 
participation in such ventures. 
Assessment of Diversity Initiatives in Higher Education  
 Training evaluation in general is often viewed as costly, difficult and time 
consuming for some colleges and universities. In addition, the idea of developing pre and 
post training assessments based on statistical analyses can be overwhelming suggested 
(Harrell, 2001; Hostager & De Meuse, 2007; Martineau & Preskill, 2002). Esen (2005) 
pointed out that a 2005 survey conducted by the Society of Human Resource 
Management indicatred that while 67 % of firms and institutions provide diversity-
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training, only 38 % take the time to measure the impact of the diversity efforts.  
 A 2000 study by Maculey, Harris, and Wright concurred that universities and 
colleges are not making strides evaluating the effectiveness of diversity initiatives after 
implementing them.  A survey was distributed to 281 administrators of campus  from a 
random sample of 356 U.S. 4-year colleges to examine the use of diversity-training. The 
results showed that diversity workshops had been tried by 80 % of college campuses in 
the form of student workshops (64 %) and faculty and staff workshops (50 %). Although 
diversity workshops had been implemented, it was concluded from the findings that no 
institution had undertaken an evaluation of the impact of diversity workshops on the 
beliefs, attitudes, or behaviors of participants in diverse groups. The feedback that was 
given after each workshop measured participants’ interest in the workshops and an 
evaluation of the workshop presenter. The feedback did not evaluate the impact of the 
workshops on the participants. Furthermore, 66 % of all universities did not conduct any 
type of follow-up evaluation at all (Maculey, Harris & Wright, 2000). The findings 
recommended that higher educational institutions must not only evaluate the participants’ 
perceptions of diversity workshop presenters, but  must follow-up on participants’ 
opinions of  the content of the workshop and how the content impacted their views on 
diversity awareness weeks or months after the workshop. This study indicated the need to 
evaluate and assess how the content of training workshops impact participants’ views on 
diversity related issues.  
 One study by Lichenstein, Lindstrom, and Povenmire-Kirk (2008) assessed any 
changes in multicultural competency for a statewide group of education and rehabilitation 
staff following a one-time-only training. The purpose of the study was to evaluate the 
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need for training. The findings of this study indicated that the subjects in the 
experimental group reported specific changes in service delivery strategies to students 
and an increase in overall diversity awareness compared to the control group. In addition, 
the data from the interview and survey that was collected during the study suggested that 
there was a small but significant increase in overall diversity awareness for the 
experimental group as a whole. This study is similar to one conducted by  Maculey, 
Harris, and Wright (2000) as both strengthen  support for assessment  in order to examine 
the impact that diversity initiatives have on participants’ diversity awareness.  
 Another study on assessment of diversity initiatives by Hostager and DeMeuse 
(2008) surveyed students who were enrolled in a workplace diversity course at a 
university to measure the effects of the course on students’ positive and negative 
perceptions of diversity. The results indicated that senior-level students circled fewer 
positive words about diversity than junior-level students suggesting that the effects of a 
diversity learning experience in expanding the view of its positive  and negative may 
crumble over time. This study has implications that may be generalizable to areas other 
than college students. For example, administrators, educators and training facilitators 
should be able to modify the design and content of a diversity learning experience to the 
goals of the organization. Administering an instrument before the training begins may 
show that employees in one department hold predominantly negative views of diversity, 
while employees in another department view workplace diversity in optimistic terms. 
There may also be different perceptions of diversity in the workplace between faculty and 
clerical employees.   
 These study findings may be used by trainers to develop and administer separate 
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workshops aimed at exposing participants to a more balanced view of the positive and 
perhaps, negative aspects of diversity in the workplace may use these study findings. 
Further study may also explain how quickly the effects of diversity awareness wears off 
and how often a diversity initiative is needed in order to sustain prior gains in learning 
about positive and negative aspects of workplace diversity.  
Finally, assessment of diversity initiatives may also determine any impact various 
diversity initiatives have on participants’ involvement and is crucial to the fulfillment of 
multicultural strategic planning (Pope et al., 2009). Pascarella (2006) pointed out that it 
was no longer good practice to assume universal effects for any institutional program. 
Thus, gathering data is imperative to document the impact of diversity initiatives such as  
on faculty and staff as the data may serve to strengthen the programs that are currently in 
effect.   
Intrinsic and Extrinsic Motivation 
Literature on motivation does not always distinguish between internal and 
external controls of motivation (Won-On-Wing, Guo, & Lui, 2010). However, Wilson 
and Madsen (2008) argued that there is a distinction between both. They indicated that 
intrinsic motivation refers to issues that make certain activities internally rewarding while 
external motivation is based on physical rewards. 
 Employers have tended to draw upon extrinsic factors such as salary, job security, 
working conditions, promotion, termination and demotion to motivate employees to learn 
new skills.  Wilson and Madsen (2008) maintained that these extrinsic rewards and 
threats are limiting, transitory, and can even create antagonism between employee and 
employer. Wilson and Madsen (2008) also suggested that intrinsic motivators internalize 
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the desire to learn, and are more likely to last longer. In addition, motivators that are 
internalized can enable individual motivation and greatly reduce the need for externally 
directed motivation (Wilson & Madsen, 2008).  In Grencikova’s book  (as cited by 
Blaskova, 2009) asserted that motivation is created by an intricate system of dependent 
internally and externally provoked stimulus so both the intrinsic and extrinsic work 
together to motivate an individual. However, Thomas (2009) declared that recent 
research on motivation suggested that employees’ expectations at work have changed and 
there is an increase in importance of intrinsic rewards and a decline in extrinsic rewards 
so both systems may not be interrelated.  
 In order to test the impact of intrinsic motivation on professional development in 
the workplace, Dysvik and Kuvass (2008) conducted a study of 965 employees of a 
Norwegian training institution to examine if the relationship between perceived training 
opportunities and turnover intention would be moderated by intrinsic motivation. The 
researchers hypothesized that highly intrinsically motivated employees would take 
responsibility for their own development so would respond more negatively to low levels 
of professional development. This response would make them more likely to think about 
leaving an organization. However, good opportunities for training and development may 
give highly intrinsically motivated employees a reason to stay. The findings from the 
study suggested that out of the 343 employees who responded to the questionnaire, the 
relationship between perceived training opportunities and turnover intention was partially 
or fully moderated by intrinsic motivation. So, the researchers’ hypothesis was correct in 
that intrinsic motivation and perceived professional development did impact employees’ 
thoughts on leaving an organization. Furthermore, the results highlighted the need to 
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continue to develop opportunities for relevant training, as highly, intrinsically motivated 
employees need it as a factor in job fulfillment. Abraham Maslow’s theory of human 
motivation (as cited by Wilson and Madsen, 2008) believed that individuals take steps to 
fulfill a need so; intrinsically motivated individuals will seek out training opportunities to 
realize a need that may need to be fulfilled even if the individual does not receive a 
tangible reward for doing so.  
 Castiglione (2008) pointed out that intrinsic motivation is the primary force 
behind individual creativity and directs organizational learning, change and innovation. 
Nikandrou, Brinia, and Bereri (2009) asserted that internal motivation led to greater 
motivation of the person to learn and transfer training information to the workplace in 
comparison to external motivators.  
  Gagne and Deci (2005) suggested that work climates that promote fulfillment of 
three basic psychological needs such as competence, autonomy and satisfaction enhanced 
employees’ intrinsic motivation. The opinions of Gagne and Deci (2005) are similar to 
Maslow’s theory in that motivation is caused by need fulfillment.  
 Biswas and Verma (2007) agreed that “organizations must create an environment 
whereby employees can derive intrinsic and social satisfaction to extract optimal 
performance from their employees" (para. 9). Dysvik and Kuvass (2008) stated that if 
employees’ perceived staff development opportunities to be high, they would probably 
fully accept the training offered, rather than perceiving it as coercive, which would not 
satisfy the need for autonomy. Moreover, fulfillment might occur in cases where the 
employee perceived a supportive work environment in terms of training opportunities. 
Therefore, Dysvik and Kuvaas (2008) expected that perceived training opportunities were 
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positively related to intrinsic motivation rather than extrinsic motivation. The research 
shows that intrinsic rewards are important to employees. Consequently, research should 
continue to explore how to enhance employees’ intrinsic rewards by developing trainings, 
which are important to them.  
 One study by Crow (2009) examined how intrinsically motivated children were to 
engage in information seeking. Fifth graders were chosen based on the results of a survey 
regarding information seeking and self-regulation. Of the 100 students who participated 
in the study, 21 % were found to have a dominant, intrinsic motivation style. An analysis 
of the data also showed that students had diverse information seeking styles and the 
interest and relevance of a topic, working in a group, some choice in the task and creating 
a final product were all components of intrinsically motivating their need for information 
seeking experiences. Choosing a task also created autonomy for the children. This study 
supported the concept that information seeking is intrinsically motivating to children. 
Although the participants in this study were children, the results corroborate the findings 
by Dysvik and Kuvass (2008) in that they both suggested that autonomy is a need that 
intrinsically motivates individuals to seek out personal development tasks.  
Motivation and its Influence on Learning 
Motivation to learn is recognized as playing an important part in the ultimate 
success of training and development activities (Baldwin, Magjuka, & Loher, 1991; 
Tannenbaum & Yuki, 1992). Wilson and Madsen (2008) stressed that learning differs 
from motivation in that it is a “process by which a relatively permanent change in 
behavior occurs as a result of experience” (para. 28). However, Wilson and Madsen did 
agree that motivation is one factor in effective learning.  
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It has been suggested by Nieuwenhuis and Woerkom (2007) that the urge to learn 
is motivated by the environment, inciting or even forcing an individual to learn. At other 
times, the drive to learn comes from an intrinsic motivation for learning as part of the 
natural behavior of humans. Lindell and Stenstrom (2005) suggested that the content of 
the workshop might influence an individual’s motivation to learn. Content relevance 
means that what is being learned in the training has relevancy back in the workplace or to 
the individual. The authors also stated that the modules presented to working 
professionals must be relevant to their needs in order to motivate them to want to learn 
the information. In the case of a voluntary workshop, individuals must have a need or 
interest to attend in order to be presented with the modules and for learning to be able to 
take place.  
 Deci and Ryan (2000) suggested that intrinsically motivated students were more 
likely to perceive learning content more positively, and had higher levels of persistence in 
acquiring the learning content than students with lower levels of intrinsic motivation. 
Noe, Wilk, Mullen, and Wanek (1997) concurred by pointing out that motivation to learn 
is a concept that exerts its influence through a participant's decision-making process 
regarding the direction, focus, and level of their effort to participate in the developmental 
activity. Such findings could be generalized by suggesting that intrinsically motivated 
employees would benefit more from professional development than employees who were 
not intrinsically motivated. Therefore, opportunities to attend workshops to develop 
higher levels of understanding in an area of interest or need may increase the probability 
that the workshop participant may use what is learned at the workshop or training on the 
job if the participant is intrinsically motivated to attend and learn.  
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 Noe (1986) conducted studies in military settings and reported motivation to learn 
as having a probable impact on training effectiveness by having a positive correlation 
with training transfer, maintenance and generalization of the information delivered at the 
training. Transfer of training is defined as “the degree to which trainees effectively apply 
the knowledge, skills, and attitudes gained in a training context to the job” (Baldwin & 
Ford, 1988, p. 63). Training maintenance is defined as the reproduction of trained skills 
in a new setting, and training generalization refers to the adaptation of trained skills to a 
more complex task situation. Based on the study by Noe, motivation may allow an 
individual to transfer, reproduce and adapt skills learned at a training or workshop into 
other areas. This information may be of particular interest to organizations who may 
question the need for training opportunities for employees by pointing out that 
individuals may transfer the information learned at a workshop or training to other 
workplace situations.  
 Tharenou (2001) stated that an employee with high motivation for involvement in 
trainings might notice and respond more to work environment cues encouraging 
participation in training or professional development than an employee with low 
motivation. Tharenou also suggested that when employers provided support in terms of 
approval, or supervisors encouraged participation, those with high training motivation 
would be more likely to take advantage of the opportunities and attend than those with 
low motivation. Wilson and Madsen (2008) agree with Tharenou by stating that 
employees are searching for professional development in order to facilitate personal 
growth and fulfillment.  
 The literature showed that employers are now focused on supporting employees’ 
30 
 
 
 
personal and professional needs, it is therefore imperative that professional development 
be diverse enough in order to attract employees to become involved. Moreover, Wilson 
and Madsen (2008) stated that motivation is important to learning even if the stimulus 
simply promotes practice in what has been learned. Wilson and Madsen concluded that 
motivation affects the performance of what has been learned as well as demonstrating its 
impact on the process of learning itself.  
 Engagement in learning has been stated as a noticeable result of motivation 
(Wlodkowski, 2003). Furthermore, Wlodkowski asserted that professional development 
is an arena where emotional reactions to instruction can heighten or dampen an 
individual's desire to learn or engage as participants in professional development or 
training generate meaning for themselves as they engage in challenging or new learning 
activities. Wlodkowski (2003) suggested that in engagement, “the learners are active and 
might be searching, evaluating, constructing, creating, or organizing some kind of 
learning material into new or better ideas, memories, skills, values, feelings, 
understandings, solutions, or decisions” (p. 7). Wlodkowski also indicated that when a 
learning experience with an engaging format and topic is challenging it leads to intrinsic 
motivation because it increases the complexity of proficiency and knowledge about 
something important to the participants.  
 Wilson and Madsen (2008) suggested that an encouraging learning environment is 
also a motivator to learning. Such an environment is the result of supporting the learner's 
needs more than the content of the materials. This statement suggested that when an 
individual perceived encouragement during a learning environment, the individual will 
want to continue to learn. This may be specifically true when an individual perceived that 
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the learning does not depend solely on mastering the materials at the learning 
opportunity. According to Maslow (1954), self-actualization should be the goal of 
learning, and education should focus on self-development.  
 A quantitative study conducted by Harris & Cole, (2007) hypothesized that a 
predisposition to want to learn would encourage constant contemplation of opportunities 
for development and involvement in the areas of interest. The results of the study 
suggested that a predisposition to want to learn moved beyond contemplation to action. 
The research suggested that motivation was important to learning activities at a 
professional development and influenced self-development. This research supports the 
idea that a need to learn something motivates individuals to seek out areas of interest in 
order to gain personal growth. 
  However, Cummings and Worley (2005) asserted that motivating employees to 
be interested and open to acquiring new knowledge and skills remains a challenge for 
organizations. Even though continuous learning is essential in the workplace, employees 
often resist this emphasis on training and upgrading skills. The literature indicated that 
employees must have an emotional reason to motivate learning and employers must find 
that emotional reason in order to have effective professional development opportunities.  
  In addition, Dubin (1990) suggested that motivation through expectation directly 
influenced an employee's participation in professional development or training. 
Motivation through expectation is a label credited to Noe, Wilk, Mullen and Wanek (as 
cited in Ford, Kozlowski, Kraiger, Salas, & Teachout, 1997).  It is based on the 
employee's expectation that putting in the effort to participate in training would result in 
skills, knowledge and the ability that would lead to outcomes of value (Dubin, 1990). 
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Motivation through expectation implies that an individual expects some type of benefit 
from attending a professional development. Dubin (1990) explained that employees who 
expected that participation in a workshop would provide skills and knowledge that led to 
valued outcomes would be more motivated to participate than others would, in order to 
gain those benefits, which in turn could lead them to learn more from the professional 
development. Dubin (1990) stated that those with a higher motivation to learn would 
participate more than those with a lower motivation to learn. Therefore, people are 
motivated to participate in learning if they expect to gain something. This motivation may 
also affect learning (Dubin, 1990). Dubin’s work reinforces the fact that people attend a 
workshop in the hopes of gaining knowledge in an area of interest or need.  
 A 2001 longitudinal study conducted by Tharenou (2001) also assessed how 
training motivation in terms of the expectation of gaining valued outcomes and 
motivation to learn explained participation and engagement in training and professional 
development. Tharenou surveyed 1,705 public and private sector employees and again a 
year later to examine their thoughts on two different professional development 
opportunities. The results suggested that if employees perceived the first training as 
relevant they were more likely to participate in training and development in the next 12 
months.  Additionally, the stronger the support from supervisors the more employees 
participated in training and professional development.  
Wilson and Madsen (2008) added, 
 Motivation is one of the keys to learning whether it is in the home, community, or 
 workplace. Maslow taught that when individuals strive to fulfill their potential, 
 they are happier and more positive in nature. In the future, employers that  can 
 meet the needs, and stimulate the development of potential, in their employees 
 will be the most respected and successful. This recognition of individual worth is 
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 truly the key to success in building a  workforce capable of  adapting to the 
 demands of the work place now and in the future. (p. 55) 
 
Motivation and Theory 
 There are different theories on what motivates an individual. One theory is 
expectant value theory (Watt, Richardson, & Tysvaer, 2007; Wigfield & Tonks, 2002). 
This theory suggests that key factors in motivation to take on and persist in activities are 
based on an individual’s belief that one has the ability to successfully implement the new 
learning and a belief that this will have positive benefits to the person (Beltman, 2009).  
Another theoretical approach to motivation is goal theory. This theoretical 
approach has produced a body of research, which includes an examination of the 
perception of the context in which activities occur (Urdan, 2004). For instance, when 
professionals return to their workplace after a training, or wish to change their practices 
based on individual reflection, it is important to consider how factors in that workplace 
might affect this. Goal theory provides one way of tapping into individual beliefs about 
their workplace (Beltman, 2009).  
 In order to examine both expectant value theory and goal theory theories, Beltman 
(2009) conducted a mixed methods research study to examine the relevance, 
effectiveness and implementation of a self-selected professional learning program, as 
perceived by 68 Australian educators. The findings of the study suggested a positive 
connection with current views of learning and motivation where both the individual 
person and their workplace context were considered. Within the expectancy value 
framework, participants believed they would be successful and they valued the new skills 
they were developing. From a goal theory perspective, participants saw their workplaces 
to be encouraging of collaboration (Beltman, 2009). Those participating in the training 
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had volunteered to do so. It is Beltman’s belief that volunteering to attend a professional 
development may maximize the positive outcomes of the innovation (Beltman, 2009). 
However, there are factors that prevent employees from attending training with voluntary 
attendance and research should continue to explore those deterrents. Gathering such 
information is essential in order to reach out to those individuals.    
  Another theory on motivation is called cognitive evaluation theory. This theory 
suggests that external factors such as deadlines, tangible awards and evaluations 
decreased feelings of autonomy and undermined intrinsic motivation (Amabile, DeJong, 
& Lepper, 1976).  Thus, providing choice about aspects of engagement in the workplace 
tended to enhance feelings of autonomy and prompted a shift from external to intrinsic 
motivation (Zuckerman, Porac, Lathin, Smith & Deci, 1978). Cognitive evaluation theory 
implies that humans are more engaged, motivated and fulfilled when they are given 
choices rather than when they are required to complete tasks. This theory also implies 
that individuals have different needs that have to be met so feel more satisfied when they 
are given opportunities on how to meet those needs. Research should therefore continue 
to examine ways to give individuals autonomy by finding methods that may help them to 
fulfill their personal development.  
 Self-determination theory (SDT) suggests that environments undermine or 
facilitate intrinsic and extrinsic motivation in people (Crow, 2009). In fact, SDT goes 
further to suggest that social conditions that foster intrinsic motivation and self-
fulfillment are essential for well-being, and that settings that prevent intrinsic motivation 
and self-fulfillment contribute to issues of isolation (Deci & Ryan, 2000). Deci and Ryan 
also emphasized that SDT is the “inherent tendency to seek out novelty and challenges, to 
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extend and exercise one’s capacities, to explore and to learn” (p. 70). The observation 
made by Deci and Ryan confirmed the notion that humans will seek out opportunities for 
self development when given the chance and when supported by the workplace to seek 
out those occasions where self development can occur.  
Theoretical Framework 
 There are different theories on motivation as illustrated in this literature review. 
However, the theory that will guide this study will focus on the theory of human 
motivation developed by Abraham Maslow. Abraham Maslow was well-known for his 
writings, theories, and views on humanistic psychology, education, and motivation. Many 
of his educational views have had direct and indirect implications for the motivation to 
learn and, more specifically, employee learning in the workplace (Wilson and Madsen, 
2008). Maslow did not believe that the environment or the unconscious predetermined 
behavior, but he believed it was the result of human choices. He believed that people 
were inherently good, and possessed unlimited potential to learn, for growth, and 
development.  
 Maslow believed that everyone was born with a set of basic needs (Wilson & 
Madsen, 2008). A “need” is defined as "a deficiency that a person is experiencing at any 
point in time" (Noe, 2002, p. 114). This deficiency would drive an individual to act in 
such a way as to satisfy the deficiency. Maslow thought that needs that were satisfied 
were no longer a motivator so would be replaced by other needs. Maslow's theory of 
human motivation suggested that self-esteem and self-actualization are important 
intrinsic motivators and have a more long-lasting impact on behavioral change than 
extrinsic motivators.   
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 The theory of human motivation is based on levels or a hierarchy of needs with 
self-actualization being the highest level. The theory states that humans must satisfy 
needs in a certain order starting with physiological needs and once that need is met, they 
are motivated to  move on to the next level of need. Maslow deduced that satisfied needs 
are not motivators (Blaskova, 2009). Maslow’s theory is based on five different levels: 
 1. Physiological needs, such as the need for food. 
 2.  Safety needs, such as the need for shelter. 
 3.  Love and belonging, which is the human need for affection, love and 
friendships. 
 4.  Esteem, which is a need for self-respect, self-confidence. 
 5.  Self-actualization such as self-fulfillment or the desire to know or be curious 
about things. 
 The Theory of human motivation makes a valid observation on humans' basic 
needs and their incessant desire to strive for more, which results in a never-ending desire 
to reprioritize individual needs and goals (Harrell, Daim, 2010). The proposed study will 
investigate how the participants show evidence of these different stages of the hierarchy. 
 Harrell and Daim (2010) asserted that organizations may positively benefit from 
learning about what their employees value concerning their needs and goals as Maslow 
stressed individual needs could be fulfilled through career growth and job enrichment 
(Bazigos & Burke, 1997). Moreover, Maslow’s philosophy laid the groundwork for 
training and development in many organizations (Wilson & Madsen, 2008).  
  A key piece for decision-makers in organizations to take away from the theory of 
human motivation is that employees’ needs are constantly changing and, therefore, what 
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satisfies and motivates them today may not be what motivates them a year or six months 
from now (Wilson and Madsen, 2008). Therefore, professional development should be 
assessed frequently to examine its relevancy to employees. Maslow’s theory focuses on 
an individual’s need to seek out information and for self-fulfillment as well as an 
individual’s need to feel a sense of belonging and a need for satisfaction.  
 Summary 
  The literature showed that diversity awareness initiatives are present both in 
business organizations and in higher educational institutions. It has been suggested in this 
literature review that ligation, globalization, and organizational commitment to diverse 
issues are a few reasons why diversity initiatives are implemented in the workplace. The 
literature also stated that there are different approaches to  and assessment. The research 
also specified that motivation is a factor in employees’ involvement in professional 
development and positively influences the learning experience. Therefore, research 
should be conducted to understand what motivates employees at a higher educational 
institution to attend voluntary diversity-training workshops and what individual “needs” 
are or are not being met through involvement at each workshop.  
Research Questions 
The following research questions were designed to guide this study: 
 1. What motivated employees to become involved in a voluntary, diversity 
awareness-training program? 
 2. How did participants express expectations of the workshops? 
 3. What were the overall experiences of the participants? 
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Chapter 3: Methodology 
Aim of the Study 
The design that was utilized to guide this research study was a, single case study. 
A case study was used to understand the particular instance of a phenomenon in order to 
shed light on it. The phenomenon under study was that of school of education employees’ 
motivation to become involved in voluntary, diversity-awareness training workshops. 
The rationale for using a case study design was that it allowed the researcher to 
understand individual perceptions of the phenomenon. Gall, Gall and Borg (2000) stated 
that a case study is conducted in order to shed light on a process, event, person, or things 
of interest to a researcher. Yin (2009) agreed that a case study seeks to explain a social 
phenomenon. The participants in this study were bound by their motivation to participate 
in the workshops.  
Participants 
The target population included faculty, administrators and staff at a higher 
educational institution’s school of education. In order to have a diverse group of subjects, 
the participants were both male and female, full-time faculty, administrators and staff of 
various ages, races and ethnicities that are employed at the study site.  
A purposeful sampling strategy was utilized to identify participants for the study. 
Patton (2002) indicated that purposeful sampling enabled the selection of information-
rich cases for in-depth study in order to learn issues of central importance to the purpose 
of the study. This sampling strategy allowed for the selection of people who attended at 
least two of the workshops in order for them to answer questions on their experiences and 
motivation to become involved.   
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The total number in the sample was 10 people. Creswell (2007) asserted that 10-
12 people should provide ample opportunity to identify themes of a case. Therefore, the 
researcher sought between 10-12 people to be in the study. Ten people returned the 
consent form so; all 10 were selected for the study.  The other eligible employees either 
declined participation in the study by not returning the consent form or were unavailable 
when the researcher visited to discuss the consent process.   
Table  
Description of the Sample 
Participant Age Group Gender Race/ethnicity 
Years 
at organization 
Role 
at 
organization 
P1 56  
or  older 
Male Caucasian 11-15 Faculty 
P2 
41-55 Female Caucasian 11-15 Administrator 
P3 
41-55 Male Multiracial 11-15 Staff 
P4 
41-55 Male Caucasian 6-10 Administrator 
P5 
41-55 Female 
African 
American 
/Black 
11-15 Faculty 
P6 
26-40 Female 
African 
American 
/Black 
0-5 Administrator 
P7 
56 or older Male 
African 
American 
/Black 
16 or more Administrator 
P8 
56 or older Female 
African 
American 
/Black 
0-5 Administrator 
P9 
41-55 Female Hispanic 11-15 Staff 
P10 
56 or older Female 
African 
American 
/Black 
11-15 Faculty 
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Age. Participants were asked to identify their age range in the first question of the 
demographic information questionnaire. Age ranges were: (a) 25 or under; (b) 26-40; (c) 
41-55; and (d) 56 or older. The age range for the total sample was 41 to 56 or older.  The 
response total for the sample was six participants at 60% in age range 41-55; and four 
participants at 40% at age range 56 or older. 
Gender. Participants were asked to identify their gender as male or female in 
question two of the demographic information questionnaire. Of the total sample, six 
participants were female and four participants were male. The gender breakdown for the 
total sample was 60% female and 40% male. 
Race/Ethnicity. Participants were asked to identify their race and/or ethnicity in 
question three of the demographic information questionnaire. Racial/ethnic groups were: 
(a) Caucasian/White; (b) African American/Black; (c) Hispanic; (d) Latino; (e) 
Asian/Pacific Islander;  (f) Multiracial; and (g) Other. Of the total sample, five 
participants identified as African American/Black at 50%; three identified as 
Caucasian/White at 30%; one identified as Hispanic at 10%; and one of the participants 
identified as Multiracial at 10%. None of the participants identified as Asian/Pacific 
Islander, Latino, or Other.  
Years with organization. Participants were asked to select the number of years 
they have worked in the organization. The range of years used on the questionnaire 
included: (a) 0-5; (b) 6-10; (c) 11-15; and (d) 16 or more years. The year range for the 
total sample was 0-16 or more years. The response total for the sample was two 
participants at 20% in year range 0-5; one at 10% in the year range 6-10; six participants 
at 60% in year range 11-15 and one participant at 10% in the year range 16 or more 
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years.  
Role at the organization. Participants were asked to indicate the type of work 
that they do at the organization. Roles were: (a) administrator; (b) faculty and 
administrator; (c) faculty; and (d) staff. Of the total sample, five were administrators at 
50%; three were faculty at 30%; two were staff at 20%.  
Procedures 
The target population was recruited after approval was received from the dean of 
the researcher’s department to conduct the study (Appendix A) and the Institutional 
Review Board (IRB).  The researcher put a recruitment flyer (Appendix B) in the 
mailbox of the potential participants. The flyer briefly described the study. After 
receiving the recruitment flyer, some participants told the researcher that they needed 
help recalling the workshops. So, a copy of the flyer (Appendix C) and agenda (Appendix 
D) from each workshop that the participant attended was emailed to that person. This was 
followed up with a visit to potential participants two days later to elaborate more on the 
study, answer questions and distribute consent forms. After discussing the consent 
process with potential participants, the researcher gave each person at least 24 hours to 
consider participation. Ten people returned the signed consent form to the researcher. 
After receiving the signed consent forms from the participants, the researcher 
contacted each person to arrange a convenient time to conduct the interview. The 
interview took up to one hour.  
 Data collection procedures. The interviews took place in a conference room or a 
secluded area. Each interview was audio-recorded and the researcher took handwritten 
notes. The interviews allowed the participants to elaborate on their experiences of the 
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diversity-training workshops. Gall, Gall and Borg (2006) indicated that interviews allow 
a researcher to “probe into respondents’ beliefs, attitudes, and inner experience” (p. 222). 
The audio tapes and notes used during the interview were kept securely in a 
locked file cabinet at the researcher’s home. The participants were not identified by name 
during the collection and data analysis as the researcher used a coding system instead. 
The researcher used numbers from P1 to P10 in place of the participants’ names on each 
data collection instrument. The coding system was kept separately from all data 
collection instruments.  
 In order to maximize trustworthiness and confirmability, the researcher provided 
each participant with a copy of the transcript within 72 hours of the interview.  Giving the 
participant the transcript allowed for reconciliation of each interview; a process in which 
answers are reviewed with the respondent for any ambiguous or incorrect transcription 
and which allows for further discussion or clarification (Fink, 2003; Morton, Mullin & 
Biemer, 2008).  
  The demographic questionnaire was the first instrument that the participant 
completed in the interview with the researcher. Then, the flyer was given to each one. 
This was done to remind the participant of the workshop and also to see if it influenced 
the individual’s decision to initially become involved in the workshop. Next, the 
researcher asked the first two questions on the interview protocol. The agenda was then 
distributed to remind each participant of the contents of the workshop. It was also shown 
to see if it gave the participant an expectation of the workshop content. The researcher 
then asked the other questions as written on the interview protocol. 
 Furthermore, the researcher observed each participant during the interview. Facial 
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gestures such as laughs, frowns and smiles were noticed. Responses to some questions on 
the protocol were also noted by observing how relaxed or tense participants were when 
elaborating on their experiences. Gall, Gall and Borg (2006) stated that observations 
allow researchers to formulate their own perceptions of what is occurring with the 
participant. The researcher interpreted the facial and body gestures as signs to continue to 
probe the individual participant more, to stop and move on to the next question or to ask a 
question in a different manner.  
Instruments 
 The first instrument that the participants completed was a demographic 
questionnaire (Appendix E). This questionnaire was used to gather a profile of the 
interviewees.  The second instrument was the interview protocol. The actual questions 
used in the interview protocol (Appendix F) were adapted from an instrument that was 
developed by Marcy Reisetter, Ph.D, Loralee LaPointe Ph.D and James Korcusk, Ph.D. 
in 2007. The interview protocol was adapted by changing words such as “class” and 
“instructor” to “workshop and “facilitator.” The developers of the interview protocol are 
researchers and faculty members at the University of South Dakota.  The developers of 
the interview protocol to use and modify for the study (Appendix G) received permission. 
The instrument was used in a mixed method study that was utilized to compare the 
learning outcomes between students who enrolled in an online course to students enrolled 
in a traditional classroom setting. Yin (2009) stated that interviews are essential in a case 
study as most case studies are about human or behavioral events. The interview 
instrument consisted of 20 questions and focused on examining the reasons why 
employees became involved in the diversity awareness workshops, employee 
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expectations of the workshops, and their overall experiences with the workshops 
Data Analysis 
Interpretational analysis was used to analyze the data. Interpretational analysis is a 
process that involves finding codes, patterns and themes that can be used to describe the 
phenomenon being studied (Gall, Gall & Borg, 2003).  
In order to analyze the data, the researcher listened to the audio recordings a few 
times and then transcribed the. Each transcript was then read three times. Words or 
phrases that held pieces of information that were pertinent to the study were given codes. 
Saldana (2009) explained that a code is a word or short phrase that captures the essence 
of the data. After coding each transcript, the researcher then read the transcript again to 
make sure that all concepts were noted. The repetitive attention to the transcripts was 
instrumental in the determination of codes. 
After placing codes  on the transcript, the researcher then searched for patterns in 
the coded data. The patterns were based on codes that were repeated or were qualitatively 
similar or different. Gall, Gall and Borg (2003) stressed that a pattern is an interpretation 
of a particular phenomenon within a case that is systematically related to each other.  
Individual themes for each transcript were generated by reflecting on the patterns 
that were noted and then interpreting the central idea that was conveyed in the patterns. 
The central idea became the theme. Gall, Gall and Borg (2003) stated that a theme is an 
inference of a feature of a case that is prominent and characteristic of the case. Each 
transcript had one or two themes. Saturation was reached when no further themes 
surfaced while analyzing each transcript.  
After analyzing and noting a theme for individual transcripts, cross analysis took 
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place by looking at the individual themes of all 10 participants together to see if any 
respondents had the same or similar ones. Based on the similarities, two themes became 
apparent. These two themes identified what motivated participants to become involved in 
the workshops, their overall experiences with the workshops, and how they expressed 
expectations of the workshops.  A matrix grid (Appendix H) was then created to visually 
place each participant in a grid. The two themes were also placed on the matrix. Quotes 
from participants that were notable and emphasized the two themes were put on the 
matrix grid.  
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Chapter 4: Findings 
As mentioned in Chapter One, the purpose of this study was to explore and 
analyze participants’ motivation to become involved in a voluntary, diversity-awareness 
training program. The participants in this qualitative case study were school of education 
employees located in the Southeastern region of the United States. The case study design 
was used to document participants’ stories on their experiences with the workshops and 
then, their responses were analyzed.  
The purpose of this chapter is to provide a description of the research results. The 
three questions that guided this study were as follows: 
1. What motivated employees to become involved in a voluntary, diversity  
awareness training program? 
2. How did participants express expectations of the workshops? 
3. What were overall experiences of the participants? 
 This chapter will illustrate the themes that emerged from an analysis of the 
individual interviews. Participants’ body language and facial expressions were observed 
and noted in this chapter as both gave the researcher a perception of their level of comfort 
during the interviews. Furthermore, information from the demographic questionnaire was 
utilized to help describe the participants who were interviewed by the researcher. A 
summary was then created to give a synopsis of the findings. 
Themes 
In this qualitative study, the findings suggested two overall themes (Appendix H) 
emerged from the interview transcripts (a) community; and (b) differences.” Community” 
was defined as interaction with others, support and belonging. Differences manifested as 
cultural differences, national differences and generational differences. Quotes from some 
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of the participants demonstrated how the research questions were answered. The findings 
are reported from transcripts and exhibit conversational speech.  
Theme 1: Community 
 Responses from the participants’ interview transcripts indicated that some of them 
were motivated to become involved in the diversity-awareness workshops because they 
experienced a sense of community.  For the purposes of this study, community is 
described as a place where participants felt safe, shared information, learned from each 
other and engaged in dialogue.  
 Interaction with others. Interaction is defined in this study as working together, 
listening to others, talking and sharing experiences. The ability to interact with others was 
an expression of a larger theme that was positively expressed in many of the interviews. 
Participants informed the researcher that the sense of kinship was one reason that they 
became involved in the workshops.  
 A multiracial man in his 40’s, (P3) entered the interview room with a smile on 
his face. He appeared to be very relaxed and answered many of the interview questions 
without hesitation. He discussed his childhood and how his multiracial background was 
confusing for some school personnel. He spoke of how his homeroom teacher assumed 
he would take the bus to the Westside because that was where all of the Caucasians at the 
school lived but he took the bus to the African American neighborhood. He expressed 
how he had been asked as a child to pick a race during demographic profiles but he felt 
more comfortable choosing Other or Multiracial instead of picking one race. He also 
explained that his multiracial background had made him appreciate others who are 
different from him. 
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  He told the researcher that he enjoyed the workshops and had attended them 
because of the ability to network with and learn from others. He spoke to the researcher 
about how he experienced being able to express his opinions on diversity-related issues to 
others and felt comfortable doing so because of the workshop environment. He felt that 
the welcoming and comfortable atmosphere enabled him to open up to other people in the 
workshops. He added: 
In learning, if you feel isolated or, if others aren’t connected to you, I feel 
disconnected and my interest starts to wane. So, with this, because of the 
interaction and it was encouraging, it was a group setting… you could see people 
laugh and chuckle... if you are looking at them, you get a connection. 
 
Another participant (P6) also mentioned how important it was to her to be able to 
interact with others at the workshops.  This participant was Black, born in the Caribbean, 
and moved to the United States as an adult. She did not make much eye contact during 
the interview and appeared nervous when answering questions. Her responses were brief 
and the researcher had to probe in order for her to elaborate on her responses. This 
participant expressed her expectation of the workshops by stating, “I remember being 
very satisfied, especially the way it gave you an opportunity to interact with people, you 
learned more.” (P6) also told the researcher that the workshop had a personal tone as it 
enabled her to hear other people’s thoughts, ideas and perspectives not just those of the 
facilitators. 
Support. Support was noted in some of the participants’ conversations with the 
researcher. They mentioned how they felt they could turn to others at the workshops to 
get help to understand the diversity-related topic that was being discussed. Thus, they did 
not feel that they had to be an expert on the topic as there were others in the same 
position. Support is defined in this study as helping each other, learning from each other 
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and feeling understood.  
Support was important to (P9) also. This particular participant spoke English as a 
second language. She was fluent in English but struggled at times to make herself 
understood. The researcher would ask her questions in different ways so that she had time 
to understand and process the question.  She was observed thinking for a while before 
responding. However, once she gave an answer, she appeared confident in the replies that 
she gave. She noted:  
You are in a group and come up with something.  One feels together. It’s a feeling 
 of togetherness, a community effort. You can do things on your own but when 
 you do it among other people. It’s important though, in any business or whatever, 
 it is good to be together. It is important to advance but not to leave others  behind. 
 I think that it is a joint effort. 
 
Another participant (P7), entered the room with an air of humility. He sat down 
and began chatting with the researcher about his family.  He was one of the oldest 
participants in the study. He was in his late 50’s and was African American. Based on the 
stories he shared with the researcher, he appeared to live a life that consisted of travel, 
family, and knowledge of various diversity-related issues.  His manner was that of 
someone who was used to speaking in crowds.  His voice was not loud but had authority, 
he was confident. He spoke very carefully and chose his words cautiously. He paused 
often to make points and to reflect on what was being asked of him. He told the 
researcher about the support he experienced at the workshops. “I got feedback and 
continued to get feedback that people genuinely considered it. I did not feel what I said 
was irrelevant. People gave what I had to say some consideration even if they might have 
disagreed.” 
 Belonging. Some participants who were involved in the workshops experienced a 
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sense of belonging. Belonging is described in this study as feeling a sense of comfort, 
feeling part of a group, and feeling a sense of safety while attending the workshops. 
Other participants pointed out that they felt relaxed while attending the workshops. 
 (P9) told the researcher: 
 All of us had the same perceptions and the same feelings and the same comments. 
 We are people and have the same problems and I thought to myself, it is not only 
 me. The feelings I have right now are also the feelings that someone else has. I 
 was surprised to find out that this was the case. 
 
Theme 2: Differences 
 Responses from the participants’ interview transcripts indicated that some of them 
became involved in the diversity-awareness workshops because they were aware of 
people who are different from them in their environment and were seeking ways to 
understand how to communicate, understand and work with them.  For the purposes of 
this study, differences are defined as people who do not share the same values, history, 
traditions, and customs. 
 Cultural differences.  In response to why participants were motivated to become 
involved in the diversity-awareness workshops, a few of them responded that they 
wanted to learn how to interact with people who are not the same as them. For this study, 
cultural difference are described as sharing the same skin color or race but not sharing the 
same traditions, history or customs. 
Participants felt that it was important to understand different types of people in 
the workplace because of the diverse population that lives in South Florida. One 
respondent, (P10), pointed out that a co-worker could share the same skin color but did 
not share the same history due to being born and raised in another country. 
 (P10) came to the interview and was open about how she felt on the topic of 
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diversity by being very honest about her feelings about cultural differences.  This African 
American woman elaborated on each interview question without hesitation. She was the 
oldest female interviewed by the researcher. She laughed a lot when she recalled her 
childhood and time growing up in her home state. She was not from Florida originally but 
had lived in the state for a number of years.  
When she talked about cultural differences, there was a level of surprise in her 
voice. She could not understand how people who looked the same as her did not 
understand the struggle that she perceived African Americans had gone through in order 
to prepare the way for other African Americans or Black people. Her voice sounded 
irritated as she told the researcher: 
One thing I have found out is the cultures are so different. The Caribbean… the 
heroes are different. They don’t know about Martin Luther King. I have noticed 
that a lot of people, especially from the Caribbean do not notice racism. They 
think more of a caste system. It upsets me sometimes that they don’t feel that 
discrimination has anything to do with them. 
Another participant also indicated that one reason that he was motivated to get involved 
in the workshops was to attempt to understand people and why people who had the same 
skin color, as he did not see the world the same way that he did. 
(P7) We are born of our own culture so it was important for me to understand how 
people who looked like me did not have their antenna up in certain situations and 
I did. They could not see it... and that made me more receptive… I understand 
now. 
 
This participant expressed to the researcher that the diversity-awareness workshops 
helped to openly discuss cultural differences in a forum that was safe and non-
threatening.  
National differences.  Another topic of discussion between the researcher and a 
few of the participants was how they became involved in the workshops in order to 
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understand Americans and American culture. For the purposes of this study, national 
differences are described as being born and raised in a country outside of the United 
States.  
These particular respondents had come to the United States from different 
countries. They worked at the study site so, encountered people who were from the 
United States as well as other countries. They acknowledged to the researcher that a 
desire to learn about American culture was the reason why they became involved in the 
workshops. They told the researcher that they did not notice differences in their countries 
of origin the same way they do in the United States. (P6) expressed her expectations of 
the workshops this way: 
I’m always interested in learning about diversity…diversity in the workplace… 
different perspectives that people have about certain things and also… coming 
from Jamaica, my experience with racial conflict happened when moving here 
because we don’t have a race thing in Jamaica, we have more of a class thing. I 
went to these workshops in an effort to understand why people behave differently 
in America. 
 
The researcher also interviewed another participant (P9), who in addition to being 
born in another country was also raised speaking a language other than English. She 
pointed out that in her country of origin; diversity-related issues were not discussed 
because the people in her country were homogenous. As she spoke about the 
phenomenon of national differences, the researcher noticed that she had to probe her for 
more information. The participant’s voice was more hesitant than with other questions on 
the protocol. She spoke softly when she talked about how she felt when she moved to the 
United States.  She shared this with the researcher: 
I never thought of diversity in my life until I got married and moved to the United 
States. Before then, I did not have a problem with diversity. I was faced with it 
when I came to the United States if you want to know the truth. 
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This participant also described how she felt a need to understand differences because 
moving to The United States had changed her status from that of a member of a majority 
group where everyone was the same to a diverse group. 
Generational differences. For the purposes of this study, generational 
differences are defined as having a different communication style, attire, thought-process 
and value system than another age group in a work and non-work environment. The age 
groups discussed during the interview comprised of “Millennials,” “Generation X,” and 
“Baby Boomers.” Many of the interview participants discussed the subject of 
generational differences.  They informed the researcher that the workshop on different 
generational groups in the workplace had made them think about the generation gaps that 
exist in the workplace and in other environments. The participants pointed out that they 
would like to be able to interact with these diverse groups in meaningful ways and had 
become involved in the workshop on generational differences to learn more. 
 (P5) is about 40 years old. She was born outside of the United States and 
indicated that she became involved in the workshops because the workplace was 
becoming more diverse and she wanted to be able to work comfortably with different 
types of people.  
When she spoke about the generational differences that she had seen in her 
environment, her voice became very animated and her arms moved around to emphasize 
the points that she made.  She leaned forward in her chair as she spoke to the researcher 
about an incident in the beauty parlor: 
I went to do my hair and the person had an earring with a big hole and I was like, 
‘what is that? Is that a religion?’ I was shocked... what would make her do this? I 
asked to be assigned to another student to do my hair. 
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I felt uncomfortable. I was like, ‘you are not going to touch my hair.’ That is 
because I don’t understand that generation. Maybe if I had sat with her and asked 
her about the tattoo… maybe I would have understood her and had a better 
experience in the place. I am going to be decision-maker in the interviews… will 
that impact me? If that same kid with the earring and she comes and has the same 
knowledge as someone with no tattoos and ears, is my decision going to be 
influenced by that? Maybe, I need to work it out at the beauty parlor. So, that’s 
the purpose… for people to get into the diversity-training… for people to wake up 
those hidden feelings that they have towards another that they don’t even know 
that they have and bring this out to light so that they can better fix it and work it 
and make it work in the workplace. 
This participant told the researcher her reasons for being involved in the 
workshops were to be able to understand a younger generation that has different customs, 
dialogue and music.  
When discussing the topic of generational differences during the interview, (P7) 
told the researcher how much he enjoyed learning about the different generations and 
what each generation tended to value. He pointed out how different his life as a baby 
boomer was from his mother, daughters and grandchildren. He stated the importance for 
managers in the workplace to understand their subordinates who are of a different 
generation and may have a different frame of mind and history. His need to understand 
young people brought him to the workshop.  He expressed to the researcher his desire to 
mentor young people, “I need to learn more about this stuff to help young people with 
their mentoring. I need to know how and what makes them tick.”  
Although this participant told the researcher that he had been involved in 
diversity-related issues for many years, he responded to the questions on generational 
differences as if he was still a little surprised by how different people in various 
generations show leadership and acceptance of others. He expressed to the researcher that 
some of the information he gained at the workshop was a revelation to him.  
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Summary 
The purpose of this study was to examine participant’s motivation to become 
involved in voluntary, diversity-awareness workshops. A case study design was use to 
elicit school of education employees’ motivation to become involved, expectations of the 
workshops and their overall experiences.  
Two overall themes were reported in this study. Themes were evident from the 
analysis of individual interview transcripts and by cross analysis of all transcripts.  
Researcher observation and the questionnaire were also utilized to extract data from the 
participants in this chapter. The data also provide clarity that supported what motivated 
participants to become involved in voluntary, diversity-awareness workshops.  
The theoretical framework that was chosen to guide this study was Abraham 
Maslow’s theory of human motivation. The theory is based on levels or a hierarchy of 
needs. The theory states that humans must satisfy needs in a certain order and are 
intrinsically motivated to move onto the next level of needs once a need is met. This 
theory was chosen in order to explore what motivated the participants to become 
involved in the voluntary, diversity-awareness training program at the study site.  . 
 A discussion of the researcher’s understanding of the data, implications of the 
study and relevance of the study are mentioned in chapter 5. Conclusions and 
recommendations are also addressed in that chapter. Utilizing the results from the 
questionnaire and interview questions, the researcher presented, in this chapter, the 
themes that emerged from the collected data. The data also provided evidence to support 
what motivated participants to become involved in the diversity-awareness training 
workshops.  
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Chapter 5: Discussion 
Summary of the Study 
 I interviewed 10 school of education employees on their experiences with a 
voluntary, diversity-awareness training program for this qualitative design case study. 
Each interview was digitally recorded and transcribed verbatim for analysis. 
Interpretational analysis was utilized to examine the participants’ motivation to attend the 
workshops, and their expectations and experiences with them. I also observed the 
participants. Two themes emerged from this analysis, community and differences.  
 The theoretical framework that was chosen to guide this study was based on the 
theory of human motivation developed by Abraham Maslow. The theory is based on 
levels or a hierarchy of needs. The theory states that humans must satisfy needs in a 
certain order and are intrinsically motivated to move onto the next level of needs once a 
need  is met.  
Flyer and Agenda 
  The flyer and agenda were presented during the interviews, as I wanted to find out 
if they had any influence on participation at the workshops. They were also used as a tool 
to help the participants recall each workshop that they attended. Although the flyer and 
agenda were not the fundamental reasons why most of the participants’ were motivated to 
become involved in the diversity-awareness workshops, they did play a part in why some 
became involved and what they should expect.  
One participant told me that the agenda gave her broad topic of what the 
workshop was going to be about and how the facilitators were going fill in the sub-topics. 
Another participant told me that she still had a copy of the agenda and she used it to 
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refresh her memory on the workshop content and discussion. Another told me that the 
content of the flyer made him curious about the workshop and motivated him to want to 
find out more by attending it. 
I know that I have looked at a few of the flyers from the workshops that were sent 
to me and based my decision to attend them on the content of the flyer and who would 
facilitate the workshops. Furthermore, the agenda gave me an expectation of what the 
workshop would discuss. My behavior concurred with Tharenou’s 2001 statement that 
employees with high motivation tend to notice and respond more to work environment 
cues encouraging participation in professional development than those who are not 
motivated.   
Meanings and Understanding 
 I was interested in the topic of diversity because of the diverse population that is 
emerging in the workplace in the U.S and particularly in South Florida. The study site 
provided diversity-awareness workshops, so I also wanted to understand why people 
would volunteer on more than occasion to become involved in a workshop that did not 
require mandatory attendance. 
The data that emerged from the interviews made meaning of the participants’ 
experiences at the workshops. The two themes that materialized from the interviews; 
community and differences, helped to capture why employees chose to get involved. The 
interpretation of the interviews is based on my understanding of the data. 
 Theme 1: community. Most of the participants discussed feeling a sense of 
belonging, a sense of security and the ability to interact with others as key factors as to 
why they became involved in the workshops. One of the levels of Maslow’s theory 
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describes how humans have a need for friendships and belonging and will seek out ways 
to find those things.  A few of the participants shared with me that they had  felt that 
sense of belonging with other members who attended the workshops because they too 
wanted to know about diversity-related issues and so felt comfortable sharing their ideas 
and thoughts.  
Maslow’s theory on human motivation also focused on how humans need to feel 
safe. Some of the participants acknowledged that they felt understood in the group and 
comfortable sharing because of the safe environment. Wilson and Madsen (2008) 
asserted that an environment that supported the learner’s needs not just the learning itself 
actually encouraged the learner to want to learn.  
As a result of comments made by the participants during the interviews, I noticed 
how much they valued the sense of community that they felt at the workshops as much as 
they valued the topic of discussion for that workshop. Moreover, the study site has a 
heterogeneous workforce, which comprises of different racial and ethnic groups, ages, 
genders, and nationalities and the participants still felt a sense of community within the 
workshop due to the environment.  
The facilitators of each workshop also helped to cultivate the sense of community 
that the participants felt at the workshops.  A few of the participants commented that one 
of the elements that attracted them to a workshop was the facilitator for that workshop. 
Some of the facilitators have a reputation for presenting quality workshops. One of the 
facilitator’s has over 20 years of experience as a family therapist and teaches college 
level classes on diversity-related issues. Another facilitator has over 25 years of 
experience in administration and leadership management. She designs and creates 
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executive education leadership seminars. A third facilitator has been a diversity trainer 
and consultant.  One participant pointed out that when a particular facilitator’s name was 
on a workshop flyer, it was an incentive to attend the workshop, as it gave him an initial 
expectation of how good the workshop would be. Another participant remarked, “The 
facilitators were very professional…with the kind of demeanor that made you feel 
understood and appreciate the topic as well.” A third participant commented: 
They  (facilitators) made it a welcoming, safe environment, they both gave their 
background which gave to credibility of the topic… because of their education 
and what they are doing currently in their professional fields so, that to me, makes 
me feel more  comfortable. If I am more comfortable, I am more engaged and I 
am going to learn better. It takes certain types of personalities to be involved in 
this. 
 
Some of the participants told me that the facilitators’ tone of voice and gentle 
manner with them helped to make them comfortable in the environment. The facilitators 
assisted in directing the flow of dialogue in the workshop so that participants felt heard 
and respected while talking about topics that have multiple viewpoints yet were able to 
stay silent in order to allow the audience time to discuss the concepts with each other. 
 My experiences with the diversity-awareness workshops were similar to many of 
the participants who were interviewed. I also felt a sense of camaraderie when I attended 
each workshop. I made eye contact with some people as soon as I entered the workshop 
as a way to show solidarity. I felt like we were all participating in this workshop to learn 
with others and to dialogue and share an understanding of diversity-related issues and 
experiences. The environment was also conducive to the feelings of warmth and safety 
that I felt. In a few of the workshops, chairs were placed in a semi-circle so that people 
were facing each other. This type of room arrangement allowed me the ability to see all 
of the participants and encouraged intimacy within the group. One or two of the 
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participants acknowledged this also in the interview.  
I was not surprised that participants commented that the sense of belonging at the 
workshops filled a certain void for them.  My interpretation of that void was based on 
participants’ comments to me on the intrinsic motivation that drew them to want to be 
with people who shared an interest in diversity-related topics. Although the participants 
did not say aloud that they went to  fill a void, their comments on kinship, the interaction 
they had with others, desire to learn about others and feelings of security can be 
interpreted as such. Maslow stated that unmet needs will force individuals to continue to 
seek out ways to fulfill those needs. Involvement in the workshops was a way for some of 
the participants to fill unmet needs.  
 Theme 2: differences. Many of the participants mentioned in the interviews that 
another reason they became involved in the diversity-awareness training workshops was 
to learn how to relate and interact with people in their environment who are different 
from them.  Nieuwenhuis and Woerkom (2007) agreed that intrinsic motivation is part of 
the natural behavior of humans and this motivation may urge humans to seek out ways to 
learn. The highest level of Maslow’s theory of human motivation, self-actualization, 
acknowledged that humans have a curiosity to learn in order to satisfy a need. This need 
to learn intrinsically motivated some of the participants to attend a workshop as they did 
not receive any extrinsic reward for becoming involved and they were not mandated by 
the organization to attend. Panari, Guglielmi, Simbula and Depolo (2010) concurred that 
learning opportunities motivated employee involvement in order to support their personal 
and professional needs and goals.  
Based on the data from the interviews, the “differences” were categorized as 
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national, cultural and generational. A few of the participants discussed the generation gap 
between Baby Boomers and Millennials. One participant remarked on generational 
differences: 
I once was going to show a clip in black and white and the students were amazed 
as they had never seen anything in black and white. That was a generational thing 
for me. I showed them a video cassette once to show them something and they 
remember that from when they were very, very little but some didn’t even know 
how to use a videocassette. So, it just amazes me how so much has changed in the 
last 20 years.  I can use my computer to some extent but I don’t even want to get a 
Smartphone because I don’t even know if I would know what to do with a 
Smartphone. That doesn’t mean I couldn’t learn, I am just not that interested in it. 
Kids today have that mindset. 
 
He went to the workshop on generational differences in order to understand more about 
the students that he interacted with in his role as a college professor. 
 One of the findings from the demographic questionnaire that the participants 
completed was that many of them were aged between 41-56 years of age. The 
participants were in the Generation X and Baby Boomer generations so it made sense to 
me that they would want to learn about other generational groups.  Although none of the 
participants mentioned any feelings of fear towards the Milennials, beyond the digital 
divide that comes between some Milennials and Baby Boomers, I noticed how most of 
the participants talked about the impact the workshop on generational differences had on 
their way of thinking. It was as if the workshop was an epiphany for some. 
 One participant told me how the workshop made him think about what it would 
be like to have a leader from the Millennial group while he was a Baby Boomer. He told 
me that it was important to know how such a leader thought and how the young leader 
may have a different frame of reference from him. He also thought all leaders should 
learn about the different generations in the workplace in order for all groups to feel 
62 
 
 
 
included. Chun and Evans (2009) and Perez and Hirshman (2009) pointed out that the 
changing demographics in the U.S. has increased the need for creating and maintaining 
inclusive environments. Some employees will seek out ways to learn how to create such 
an atmosphere as it helps them to be understood and it gives them the ability to 
understand others. 
 As stated in chapter one, the demographic population in South Florida comprises 
of various ethnic and racial groups. In the workplace, there are employees from Central 
and South America, The Caribbean, Europe, Africa and North America. Thus, it is easy 
for me to understand how the heterogeneous composition at work would give rise to 
people having cultural and national differences. I was not surprised by the comments that 
some participants made during the interviews on how they felt different from people who 
shared their same skin color or, how informal people were with each other in the U.S. as 
compared to their places of birth. It made sense to me that those people would seek out 
opportunities to learn how to relate to others who are not like them, as they now had to 
work with diverse groups. Expectant value theory can also be attributed to why 
participants were motivated to become involved in the workshops. Beltman (2009) 
suggested that individuals enter a workshop or training expecting to gain something from 
the workshop. Many of the participants became involved in the workshops because they 
expected to learn how to interact with diverse groups.  
Research Questions 
The three questions that guided this study were as follows: 
1. What motivated employees to become involved in a voluntary, diversity  
awareness training program? 
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2. How did participants express expectations of the workshops? 
3. What were overall experiences of the participants?  
 Research Question 1. The first research question asked what motivated 
employees to become involved in a voluntary, diversity-awareness training program. The 
question was answered through the participant interviews. The participants commented 
that they felt a sense of belonging, a sense of security, and the ability to interact with 
others as  a few reasons why they became involved in the workshops. One participant 
told me during his interview that he enjoyed the first workshop so much that he decided 
to attend another one.  
Research Question 2. The second research question asked how participants 
expressed expectations of the workshops.  This research question was answered by the 
participants’ comments to me that they went expecting to learn about differences within 
the workplace and other environments. During the interviews, some of the participants 
told me they went because they had an expectation that the workshops would be a 
worthwhile event due to the facilitators. 
 Research Question 3. The third research question inquired about participants’ 
overall experiences with the workshops. The participants’ responses indicated their 
overall experiences were positive.  These positive experiences were evidenced in the way 
they expressed how comfortable many of them felt while dialoguing with others. In 
addition, the participants’ positive experience at one workshop motivated them to attend 
another one.  
Maslow’s Hierarchy of Needs 
 As stated earlier, Maslow’s hierarchy of needs has five different levels. The levels 
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are physiological, safety, love and belonging, esteem and self-actualization. I was able to 
see different aspects of the hierarchy through participants’ responses during the 
interview. One of the levels on the hierarchy of needs is safety and how humans need to 
feel safe in order to move to the next level of the hierarchy. Some of the participants 
acknowledged that they felt understood in the group and comfortable sharing because of 
the safe environment. The fact that participants’ mentioned this to me implied that feeling 
safe was an important concept for them and corroborated Maslow’s theory that people 
will seek out opportunities to feel safe.  
 A few of the participants told me that they felt a sense of belonging and kinship at 
the workshops. Maslow’s theory addressed the feelings of love and belonging that people 
need and will seek to get if unfulfilled. The participants’ remarks to me supported 
Maslow’s theory and made me think that the feelings of belonging and kinship 
contributed to the participants’ positive experience while attending the workshops. 
 The highest level on Maslow’s hierarchy is self-actualization. A few of the 
participants described to me how they became involved in the workshops because they 
wanted to learn about differences. Castiglione (2008) pointed out that intrinsic motivation 
is the primary force behind learning. Wlodkowski (2003) remarked that when participants 
are engaged, they are active learners who organize their learning into new or better 
memories, skills values and feelings. He also stated that an engaging format and topic 
leads to intrinsic motivation because it increases proficiency and knowledge of a topic 
that is important to the participants. 
 Maslow’s hierarchy of needs stated that individuals get one need met and then 
move on to the next stage of need in the hierarchy.  Based on the participants’ responses, 
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a few of them appeared to embrace some of Maslow’s levels all at the same time instead 
of one stage being fulfilled and then followed by the next stage. It did not appear, from 
the interview responses that the fulfillment of each stage needed to be complete before 
participants moved onto the next stage as Maslow theorized. 
Implications of the Study 
  The findings of this research study are consistent with the theoretical framework 
in terms of participants wanting to have needs met and the intrinsic motivation it takes to 
find ways to meet those needs. The findings also confirm that some participants became 
involved in the diversity-awareness workshops because they wanted to learn more about 
diversity-related issues. This research study strengthens the understanding of the role that 
motivation plays in enhancing a sense of community within a group of people and its role 
in increasing a need to learn more about differences. 
The information gathered in this study will provide insight on additional strategies 
that will enrich the diversity-training program at the study site in meeting its missions and 
goals. Pope, Mueller and Reynolds (2009) stated that assessing the impact of diversity 
initiatives and how they are implemented are important to participants’ involvement and 
are vital to effective strategic planning.  My analysis of the interview data specified that a 
sense of community was important to participants; learning about diverse groups was 
significant, having empathetic workshop facilitators was necessary and providing 
potential participants with appealing workshops flyers and agendas were key components 
to attracting participants. These components may be used as tools to effectively plan 
upcoming diversity-awareness training workshops.   
 This study is relevant because of the demographic shift that is projected in the 
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U.S. as a whole. It has been shown in chapter one that the study site is an example of a 
workplace that already employees a diverse population. Thus, it is necessary for this site 
to find ways for the diverse groups to work effectively together.  A 2007 study by Talbert 
and Edwin recommended that an emphasis must be placed on supporting diversity 
through in-service trainings at higher educational institutions in order to prepare faculty 
and staff to interact with diverse co-workers and even students.  The study site is already 
attempting to do this with the diversity-awareness trainings. The findings from this study 
will give data to the planning of future workshops in order to enhance them.  
Limitations 
 There were limitations in this study. The 10 people who agreed to be in the study 
represented salaried employees. Some employees at the study site are paid by the hour 
and are not on a salary. None of those employees volunteered to be in the study although 
they were invited. Consequently, I did not get an opportunity to hear from all types of 
employees at the study site. In addition, 90 % of the participants were in the age range of 
40-56 or older so; there were no employees in the study who were from the group that is 
called Milennials. I would have liked to have heard from some of the younger employees 
and hourly employees to see what motivated them to become involved in the workshops 
and to see if their experiences and responses would have changed the themes that 
emerged from the current interviews.  
Conclusions and Recommendations 
 As I looked at the interview transcripts and saw the emergent themes, I realized 
how important a feeling of understanding, belonging and camaraderie was to the 
participants of the diversity-awareness training workshops. I could tell by how animated 
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the participants were when responding to interview questions that the intimacy that they 
shared with others in the workshops was significant to their enjoyment and overall 
experiences there. What I found very powerful about the sense of community that the 
participants said they felt was the fact that they still felt a sense of kinship even though 
there were different people at each workshop.  
 The biggest surprise for me, however, was the way the participants elaborated on 
the generational differences that they have encountered in the workplace and beyond. The 
participants talked about the generational workshop in detail and remembered aspects of 
it that had resonated with them. Based on their facial expressions and body language, I 
could tell that some of them were incredulous that people from different generations 
could act differently from them and they were a little surprised that this concept had 
never occurred to them before. One participant told me that she learned so much about 
her mother’s generation at the workshop that she went on the internet after the workshop 
to find out more. 
 As a result of this study, my specific recommendation would be further research 
on generational differences. As stated in chapter one, there are a greater number of older 
workers in the workplace than in previous years. Furthermore, there will be a continual 
increase of Milennials as they enter the workforce. In order to stay relevant, it is 
important for an organization to remain conscious of how these diverse, generational 
groups affects the productivity and harmony in the workplace as they work together. 
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Site Approval to Conduct the Study 
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Approval to Conduct Study 
 
 
Thanks. 
We are all supportive of your request. I wish you the best as you move your 
proposal toward a final dissertation report. 
Respectfully, 
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Appendix B 
Recruitment Flyer 
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Dear Friend, 
 
My name is Michelle Krantz and I am an employee of the Applied Research 
Center. I am conducting a research study in partial fulfillment of my doctoral 
degree.  You attended at least two of the Diversity Awareness Training 
Workshops and I am interested in getting input from you regarding your 
experiences at the workshops. 
 
I would like to stop by your office in the next week so that I can elaborate on 
the study and answer any questions that you may have.  The study is strictly 
voluntary but I hope you will have an interest in participating in it. The 
purpose of this study is to explore why you became involved in the 
workshops and your experiences with them.  The goal of the study is to 
identify additional strategies that will strengthen the diversity-training 
program. 
 
 
Thank you, 
Michelle Krantz 
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Sample flyer  
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Appendix D 
Sample Agenda 
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Appendix E 
Demographic Questionnaire 
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Demographic Information 
(Please check the box that best describes you) 
 
1. What is your age?     
o 25- or under     
o 26-40 
o 41-55 
o 56 or older 
 
2. What is your gender? 
o Male 
o Female 
 
3. How do you classify yourself? 
o White 
o African American/Black 
o Hispanic 
o Latino 
o Asian/Pacific Islander 
o Multiracial 
o Other 
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3. How long have you been with this organization? 
o 0-5 years 
o 6-10 years 
o 11-15? 
o 16 or more years? 
 
4. Which of the following best describes your role at this organization? 
o Administrator 
o Faculty and Administrator 
o Faculty 
o Staff 
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Appendix F 
Interview Protocol 
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Interview Protocol 
 
Motivation 
1. Why did you take this workshop? 
2. When you enrolled in this workshop, what did you expect? Why? 
3. Were your expectations met? Why/not? 
 
Expectation 
4. How satisfied were you with the content of the workshop? 
5. How satisfied were you with the workshop experiences? 
6. What elements in the workshop were most important for your success? 
 
Experience 
7. What elements gave you difficulty? 
8. Where did you find help if you had difficulties? 
9. What did you particularly like about this workshop? 
10. What did you particularly dislike? 
 
Environment 
11. How did the workshop environment facilitate your learning? 
12. How did the workshop environment impede your learning? 
13. To what extent did you feel part of a "learning community"? How important is 
 that to you? 
14. To what extent did the mode of delivery influence your learning? Your attitude 
 toward the workshop? 
 
Facilitation 
15.  What did the facilitator do that made it possible for you to learn the workshop 
 content? 
16 What else should the facilitator have done to help you learn the content? 
17. In what ways was the facilitator accessible to you? Was that enough? 
18. What would you like to tell the facilitators of this workshop? 
 
Future 
19. What suggestions would you give future participants who take this workshop? 
20. Would you like to take another workshop like this one? Explain. 
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Appendix G 
Permission to use Interview Protocol 
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Permission to Use and Adapt Interview Protocol 
 
That's fine. Go for it.  
Marcy Reisetter, Ph.D. 
Professor Emeritus of Educational Psychology 
Division of Counseling and Psychology in Education 
University of South Dakota, Vermillion, SD  57069 
  
 
From: Michelle Gwira  
Sent: Wednesday, May 25, 2011 3:16 PM 
To: Reisetter, Marcy; LaPointe, Loralee A; Korcuska, Jim 
Cc: Michelle Gwira 
Subject: I would like to use your Interview Protocol for my Dissertation 
Dear Dr. Reisetter, Dr. LaPointe and Dr. Korcuska, 
  
I am a doctoral student in the School of Education and came across a study that you 
conducted in a database. The study is  entitled, The Impact of Altered Realities: 
Implications of Online Delivery for Learners’ Interactions, Expectations, and Learning 
Skills. I would like to use the interview protocol that you created with my subjects. I will 
give you credit for creating the protocol but would like your permission to use it.  
  
I hope to get a favorable response from you! 
Sincerely, 
  
Michelle L. Krantz M.Ed. 
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Michelle, 
 
Feel free to use our protocol, modifying as you see fit.   
 
Lory 
 
 
 
 
Lory LaPointe, Ph. D. 
Assistant Professor 
Division of Curriculum & Instruction 
University of South Dakota 
Vermillion, SD   57069 
 
605-677-5557 
lory.lapointe@usd.edu 
________________________________________ 
From: Michelle Gwira  
Sent: Wednesday, May 25, 2011 3:16 PM 
To: Reisetter, Marcy; LaPointe, Loralee A; Korcuska, Jim 
Cc: Michelle Gwira 
Subject: I would like to use your Interview Protocol for my Dissertation 
 
Dear Dr. Reisetter, Dr. LaPointe and Dr. Korcuska, 
 
I am a doctoral student in the School of Education and came across a study 
that you conducted in a database. The study is  entitled, The Impact of 
Altered Realities: Implications of Online Delivery for Learners’ 
Interactions, Expectations, and Learning Skills. I would like to use the 
interview protocol that you created with my subjects. I will give you 
credit for creating the protocol but would like your permission to use it. 
 
I hope to get a favorable response from you! 
Sincerely, 
 
Michelle L. Krantz M.Ed. 
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Appendix H 
Matrix Grid 
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Theme 1 
Community 
   
Participant Interaction with 
others 
Support Belonging 
P1    
P2    
P3 In learning if you feel 
isolated or, if others 
aren’t connected to 
you, I feel 
disconnected and my 
interest starts to 
wane. So, with this, 
because of the 
interaction and it was 
encouraging, it was a 
group setting… you 
could see people 
laugh and chuckle... 
if you are looking at 
them, you get a 
connection. 
  
P4    
P5    
P6  I remember being 
very satisfied, 
especially the way it 
gave you an 
opportunity to 
interact with people, 
you learned more. 
  
P7  I got feedback and 
continued to get 
feedback that people 
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genuinely considered 
it. I did not feel what I 
said was irrelevant. 
People gave what I had 
to say some 
consideration even if 
they might have 
disagreed. 
P8    
P9   You are in a group and 
come up with 
something.  One feels 
together. It’s a feeling 
of togetherness, a 
community effort. You 
can do things on your 
own but  when you do 
it among other people. 
It’s important though, 
in any business or 
whatever, it is good to 
be together. It is 
important to advance 
but not to leave others 
behind. I think that it is 
a joint effort 
All of us had the 
same perceptions 
and the same 
feelings and the 
same comments. 
We are people and 
have the same 
problems and I 
thought to myself, it 
is not only me. The 
feelings I have right 
now are also the 
feelings that 
someone else has. I 
was surprised to 
find out that this 
was the case. 
P10    
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Theme 2 
Differences 
 
   
Participant Cultural National generational 
P1    
P2    
P3    
P4    
P5    The workplace is 
becoming more and 
more diverse…I am 
just leaving the 
workplace for a 
minute. I went to do 
my hair and the 
person had an 
earring with a big 
hole and I was like, 
‘what is that? Is that 
a religion?’ I was 
shocked... what 
would make her do 
this? I asked to be 
assigned to another 
student to do my 
hair. 
 I felt 
uncomfortable. I 
was like, ‘you are 
not going to touch 
my hair.’ That is 
because I don’t 
understand that 
generation. Maybe 
if I had sat with her 
and asked her about 
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the tattoo… maybe 
I would have 
understood her and 
had a better 
experience in the 
place. 
I am going to be 
decision-maker in 
the interviews… 
will that impact 
me? If that same kid 
with the earring and 
she comes and has 
the same knowledge 
as someone with no 
tattoos and ears, is 
my decision going 
to be influenced by 
that? Maybe, I need 
to work it out at the 
beauty parlor. So, 
that’s the purpose… 
for people to get 
into the diversity-
training… for 
people to wake up 
those hidden 
feelings that they 
have towards 
another that they 
don’t even know 
that they have and 
bring this out to 
light so that they 
can better fix it and 
work it and make it 
work in the 
workplace 
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P6  I’m always interested 
in learning about 
diversity…diversity 
in the workplace… 
different perspectives 
that people have 
about certain things 
and also… coming 
from Jamaica, my 
experience with 
racial conflict 
happened when 
moving here because 
we don’t have a race 
thing in Jamaica, we 
have more of a class 
thing. I went to these 
workshops in an 
effort to understand 
why people behave 
differently in 
America 
 
P7 We are born of our 
own culture so it 
was important for 
me to understand 
how people who 
looked like me did 
not have their 
antenna up in 
certain situations 
and I did. They 
could not see it... 
and that made me 
more receptive… I 
understand now 
 
 I need to learn more 
about this stuff to 
help young people 
with their 
mentoring. I need to 
know how and what 
makes them tick 
P8    
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P9  
 I never thought of 
diversity in my life 
until I got married 
and moved to the 
United States. Before 
then, I did not have a 
problem with 
diversity. I was faced 
with it when I came 
to the United States if 
you want to know the 
truth 
 
P10 One thing I have 
found out is the 
cultures are so 
different. The 
Caribbean… the 
heroes are different. 
They don’t know 
about Martin 
Luther King. I have 
noticed that a lot of 
people, especially 
from the Caribbean 
do not notice 
racism. They think 
more of a caste 
system. It upsets 
me sometimes that 
they don’t feel that 
discrimination has 
anything to do with 
them 
  
